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ABSTRACT
THE RELATIONSHIPS BETWEEN STRESSOR RANKINGS AND 
MANAGEMENT STYLES OF NEVADA ELEMENTARY 
AND SECONDARY PUBLIC SCHOOL 
PRINCIPALS
by
Michael S. Robison, Doctor of Education 
University of Nevada, Las Vegas, 1984
Major Professor: Dr. Anthony Seville
Department: Educational Administration and Higher
Education
The purpose of this study was t o ,determine what 
relationships existed between various stressor rankings 
selected from the Administrative Events Stress Inventory, 
and selected leadership styles as determined by the Leader 
Adaptability Style Inventory and exhibited by the elementary 
and secondary school administrators in the State of Nevada.
The findings of the study were:
1. A majority of Nevada school principals were of 
the leadership style consisting of a High Task/High 
Relationship orientation.
2. There were no significant correlations between 
the four leadership styles as determined by the Leader 
Adaptability Style Inventory and selected job stressor 
events selected from the Administrative Events Stress 
Inventory.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
3. A negative Pearson Product-Moment Correlation 
Coefficient was determined to exist between leadership 
styles involving a Low Task orientation and job stressor 
events.
4. A positive Pearson Product-Moment Correlation 
Coefficient was determined to exist between the leadership 
styles involving a High Task orientation and job stressor 
events.
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"...Stress is the salt of life...Stress wakes us 
up and makes us alive." So stated Hans Selye, a recognized 
authority on stress. His research has also shown that 
stress causes us a wide variety of physical problems and 
that stress can kill. (23, 1979, p. 7)
The following quote helps describe the problem:
A world free of stress would be a world without 
achievement. Behind every human accomplishment lies 
worry, frustration, and discontent. If one were 
totally satisfied and free of stress, one would have 
little motivation to do anything. Avoidance of 
stress is not the goal. Rather a productive life 
needs appropriate levels of dissatisfaction, stress, 
or tension to get us to get the job done, but stress 
should not be so intense that it endangers or impairs 
our mental or physical health.
For educators, therein lies the problem. Our 
society, our modern manner of living, and the climate 
in many of our schools have created a stress epidemic. 
Surplus stress burdens teachers and administrators 
with fatigue, headaches, indigestion, and a host of 
other ailments. Educators under the tensions generated 
by the demands of today* s classrooms and schools find 
it difficult to accomplish tasks in a way that meets 
their own personal standards. Thus, in addition to 
the anxiety created by the often unreasonable demands 
of the job, the individual's dissatisfaction with self 
adds to the upset. (23, 1979, p. 7)
In addition, there has been a great deal of research 
into the area of management style. A long series of 
research studies have pointed to two main elements of mana-
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gerial behavior, tasks to be done, and relationships with 
other people. It has been found that administrators 
sometimes emphasize one area or sometimes emphasize the 
other area.
The manner in which a manager behaves as measured 
by the amount of emphasis placed on task and/or relationship 
is known as his style of leadership. Most administrators 
may vary their leadership style to meet the situation, but 
they develop a recognizable dominant style.
The question then arises as to what relationship 
an administrator's style has upon the amount of stressors 
one feels.
Statement of the Problem
The primary purpose of this study was to determine 
what relationships existed between various stressor rankings 
selected from the Administrative Events Stress Inventory,
(18, 1981, pp. 2-5) and selected leadership styles as 
determined by the Leader Adaptability Style Inventory, (13, 
1969, pp. 185-191) and exhibited by elementary and secondary 
school administrators in the State of Nevada.
The following question served as a basis for the 
collection and analysis of data:
What relationships exist between each of the Hersey- 
Blanchard Management Styles, Quadrants I, II, III, and IV, 
and various job stressor events selected from the Adminis- 
trative Events Stress Inventory?
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Hypotheses
The hypotheses for this study were:
1) There will be no significant difference between 
the Dominant Management Style of Quadrant I (high 
task and low relationship) and selected job 
stressor events of the Administrative Events 
Stress Inventory of principals at the 0.05 
probability level.
2) There will be no significant difference between 
the Dominant Management Style of Quadrant II 
(high relationship and high task) and selected 
job stressor events of the Administrative Events 
Stress Inventory of principals at the 0.05 
probability level.
3) There will be no significant difference between 
the Dominant Management Style of Quadrant III 
(high relationship and low task) and selected 
job stressor events of the Administrative Events 
Stress Inventory of principals at the 0.05 
probability level.
4) There will be no significant difference between 
the Dominant Management Style of Quadrant IV 
(low relationship and low task) and selected job 
stressor events of the Administrative Events 
Stress Inventory of principals at the 0.05 
probability level.
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Research Hypotheses
The research hypotheses for this study were:
1) There will be a significant difference between 
the Dominant Management Style of Quadrant I 
(high task and low relationship) and selected 
job stressor events of the Administrative Events 
Stress Inventory of principals at the 0.05 
probability level.
2) There will be a significant difference between 
the Dominant Management Style of Quadrant II 
(high relationship and high task) and selected 
job stressor events of the Administrative Events 
Stress Inventory of principals at the 0.05 
probability level.
3) There will be a significant difference between 
the Dominant Management Style of Quadrant III 
(high relationship and low task) and selected 
job stressor events of the Administrative Events 
Stress Inventory of principals at the 0.05 
probability level.
4) There will be a significant difference between 
the Dominant Management Style of Quadrant IV 
(low relationship and low task) and selected 
job stressor events of the Admini strative Events 
Stress Inventory of principals at the 0.05 
probability level.
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Need for the Study
John D. Adams, in his article entitled, "Guidelines
for Stress Management and Life Style Changes" stated:
Three primary factors mediate an individual's 
experience with stress: the individual's personality,
his or her interpersonal environment, and the nature 
of the organization in which he or she works.
Although change in any of these areas is very 
difficult to accomplish, there are several sensible 
actions an individual can take in each area to manage 
stress effectively. (1, 1979, pp. 35-44)
Adams, an organizational development consultant,
noted several organizational improvements that could reduce
job stress, such as role clarification, stress education
and assessment, and identification and change of stress-
provoking norms. The author suggested that further
research into the nature of organization and identification
of stressors within the organization was imperative. (1,
1979, pp. 35-44)
In addition, Thomas N. McGaffey stated: "Stress
disorders cost organizations an estimated $17 to $25 billion
each year in lost performance, absenteeism and health
benefit payments." He also stated that much of this expense
could be saved, however, if organizations had comprehensive
stress-prevention programs. This tremendous cost also
justified the proposed study. (21, 1978, pp. 26-32)
The following quote further helped to describe and
justify the need for this study.
Public schools and those who inhabit them, students, 
teachers, and administrators, are all subject to 
extreme stress due to the volatile nature of society. 
There is a need to organize one's life in a manner
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
that reduces velnerability to stress.
The human interaction and confrontation which takes 
place daily in schools are sources of stress in all 
participants. In addition the massive number of 
requirements placed on educators through federal, 
state, and local agencies and colleges, and the 
curricular needs of students are potential stressors 
to the healthiest of persons.
Teachers, administrators and other personnel are 
repeatedly told that they carry a heavy burden, and 
are important to the future of the young. .At the same 
time society is giving the opposite message by saying 
that education has failed, that teachers are 
incompetent and that their administrators are petty 
bureaucrats. This paradox has put a tremendous strain 
on a group of people whose motive for entering the 
profession was an altruistic desire to assist people. 
The stress produced in such an environment is 
destructive to the educator personally. Even more 
insidious, this stress is often passed on to the 
students in the classroom.
Educators, more than any other group, have the 
opportunity to help themselves, and in the process, 
assist young people in effectively dealing with the 
stress of life. (26, 1980, p. 1)
The reasons and statements mentioned justified the 
need for this study.
Limitations
The following limitations affected this study.
1) The research was limited to responses from 
Nevada elementary and secondary public school 
principals.
2) The review of literature covered the period 
from 1940 to the present.
3) This descriptive research study was limited to 
a select type of statistical treatment, 
specifically, Pearson's Product-Moment 
Correlation statistics. (7, 1965, pp. 154-155)
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Procedures
Research of this study was carried out as follows:
A review of the literature was conducted. Selective 
events from the Administrative Events Stress Inventory were 
used. (Appendix A, p. 110)' This instrument contained 
forty-eight stress-related events typically associated 
with elementary and secondary school administration.
Fifteen different events were selected from the list.
The Hersey-Blanchard Leader Adaptability Style 
Inventory questionnaire was used to determine the dominant 
style of each administrator. (Appendix B, p. 113)
The combined stress/style questionnaire was mailed 
to every school principal in the State of Nevada.
(Appendix C, p.117)
Information and results from all sources were 
summarized, questions answered, conclusions drawn, and 
recommendations made as to how stress and management style 
related to or affected each other.
Statistical Design
The Pearson Product-Moment Correlation Coefficient 
statistical design was used to measure the relationship 
between two variables. This statistical design provided 
an indication of the magnitude of the relationship. This 
type of statistical design was used in order to determine 
the correlation between administrative stressor events and 
leadership styles. (7, 1965, pp. 154-155)
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Mean scores were used to rate the administrative 
stressor events. Mean scores were also used in conjunction 
with stress and the various demographic characteristics.
A Chi-Square Statistical Test was used to determine 
the correlation between the demographic data collected and 
each situation of the Leader Adaptability Style Inventory.
Definition of Terms
BASIC STYLE - The manner in which a manager behaves 
as measured by the amount of task orientation and 
relationships orientation he uses.
QUADRANT I STYLE - A basic style with more than 
average task orientation and less than average relationships 
orientation, sometimes called a DEDICATED STYLE.
QUADRANT II STYLE - A basic style with more than 
average task orientation and more than average relationships 
orientation, sometimes called an INTEGRATED STYLE.
QUADRANT III STYLE - A basic Style with less than 
average task orientation and more than average relationships 
orientation, sometimes called a SEPARATED STYLE.
QUADRANT IV STYLE - A basic style with less than 
average task orientation and less than average relationships 
orientation, sometimes called a SEPARATED STYLE.
RELATIONSHIPS ORIENTATION - The extent to which a 
manager has personal job relationships; characterized by 
listening, trusting, and encouraging.
TASK ORIENTATION - The extent to which a manager
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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directs his own and his subordinates efforts; characterized 
by initiating, organizing, and directing.
DOMINANT STYLE - The basic or managerial style a 
manager most frequently uses.
SUPPORTING STYLE - The basic or managerial style a 
manager uses most frequently after the dominant style.
(27, 1967)
Organization of Study
Chapter I was a presentation of the general 
background information pertinent to the topic under 
investigation. In support of this data, a statement of the 
problems to be studied was provided which included questions 
to be answered, assumptions, limitations, and definitions 
of the terms used.
Chapter II reviewed the related literature that 
applied to stress and managerial style.
Chapter III contained procedures and statistical 
design used in this study along with a presentation, 
analysis, and interpretation of the data.
Chapter IV completed the main body of the research 
project by summarizing the findings, and presenting 
conclusions and recommendations.
This Dissertation concluded with appendages and a 
bibliography of the references cited.
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CHAPTER II
REVIEW OF THE LITERATURE
In developing this review of the literature, various 
sources were consulted. A comprehensive search for doctoral 
dissertations in the areas of leadership style and stress 
was made. Books and periodicals in the fields of leadership 
style, leadership theory, and stress were reviewed.
This Chapter was divided into three parts. The 
first part reviewed the literature concerning leadership 
styles. It was also a review of the three phases of 
research in this area. A brief description of important 
research studies concerning leadership theory was included. 
The second part of Chapter II encompassed a review of the 
literature in the area of stress. Stress and its causes 
upon school administrators was discussed. The final 
portion of this Chapter reviewed the literature concerning 
the relationship between stress and leadership style.
Historical Background of Leadership Style 
There is a considerable amount of written theory 
concerning leadership behavior and style, and supervisory 
effectiveness. The past several decades have left us 
w i ^  thousands upon thousands of studies, theories, and
10
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models concerning this very topic. We have, according to 
Schriesheim, Tolliver, and Behling, gone through three 
distinct phases in leadership style and leadership research 
in the history of management. (14, 1980)
The first phase, known as the Trait Phase, attempted 
to determine a universal set of leadership effectiveness 
characteristics. The second, or Behavioral Phase, attempted 
to determine a universal general leadership style, or a 
universally best combination of leadership behaviors. The 
Situational Phase attempted to determine combinations of 
leader, subordinate, and situational characteristics which 
interacted to produce effectiveness. (14, 1980)
The Trait Phase 
The first phase, or Trait Phase, occurred from the 
birth of Christ to the 1940's, and emphasized examination 
of leader characteristics. Such characteristics were age, 
height, weight, physique, appearance, speech, intelligence, 
scholarship, knowledge, judgment, originality, adaptability, 
initiative, persistence, ambition, integrity, confidence, 
popularity, prestige, and cooperation. (14, 1980)
This phase attempted to determine a universal set 
of leadership effectiveness characteristics. The results 
of this period failed to identify any specific leader char­
acteristics that resulted in managerial effectiveness.
(14, 1980)
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Stogdill Studies
Stogdill, in 1948, surveyed a total of 124 studies 
conducted to determine the traits of leaders. Figure 1 
shows the lists of characteristics studied by Stogdill.
This Figure also shows the number of different studies, in 
parenthesis, supporting one pole or the other of the 
characteristics mentioned. (17, 1970, p. 8)
Behavioral Phase 
The second phase, the Behavioral. Phase, attempted 
to determine a universal general leadership style, or a 
universally best combination of leadership behavior. This 
era occurred from the late 1940's to the early I960's. It 
examined relationships among leader behavior, and subor­
dinate satisfaction and performance.
Ohio State Studies
At Ohio State University, a number of leadership
studies done by Stogdill, Halpin, Hemphill, and Coons were
conducted during this period. They determined that there
were two dimensions of leadership styles. One dimension
was consideration; that is, leader behaves indicative of
friendship, mutual trust, respect, and warmth. The other
dimension was initiation of structure. Initiation of
structure was defined as:
...the leader's behavior in dilineating the 
relationship between himself and members of the work 
group and in endeavoring to establish well defined 
patterns of organization, channels of communication, 
and methods of procedure. (17, 1970)
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Figure 1
Leader Traits Surveyed in a Group of Research Studies
Laodsf Trait Occurrence in Studies
1. Chronological Age: Younger (6), elder (10), neither (2)
2. Height: Taller (9), shorter (2), neither (2)
3. Weight: Heovier (7), lighter (2), neither (2)
4. Physique, Energy, Heolth: Higher (12), not a  factor (4)
5. Appeoronce: Better (1), worse (2), neither (1)
6. Fluency of Speech: More fluent (13)
7. Intelligence: Brighter (23), no difference (5), o difference too great militotes 
against leadership (5)
8. Scholarship: Better records (22), worse f1), neither (4)
9. Knowledge: Knows how to get things dono (11)
10. Judgment and Decision: Soundness and finality of judgment better (5), speed end 
occurocy of thought and decision better (4)
11. Insight: More alert (6), better able to evaluate situoticns (5), better 
insight (5), better self insight (2), better sympothetic 
understonding (7)
12. Originality: More original (7)
13. Adoptobility: More odoptoble (10)
14. !ntroversion*Extroversion: More extroverted (5), more introverted (2), no difference (4)
IS. Dominance: More dominant (11), more dominent persons rejected os lenders 
(4), no difference (2)
16. initioti'/e. Persistence, 
Ambition:
Generally higher initiative end willing to ossume responsibility 
(12), persistence in face of obstocles (12), ambition and 
desire to excel (7), application and industry (6)
17. Responsibility: More responsible (17)
18. integrity and Conviction: More integrity, fortitude (6), more strength of convictions (7)
19. Self Confidence: More self assured (11), absence of modesty (6)
20. Mood Control, Mood 
Optimism:
More controlled in mood (4), moods not controlled (2), hoppy, 
cheerful disposition (4), not o factor (2), sense of humor (6)
21. Emotional Control: More stable and emotionally controlled (11), less well con­
trolled (5), no diffetence (3)
22. Social and Economic Stotus; From higher socio-economic bocftgrcund (15), no difference (2)
23. Sociol Activity and 
Mobility:
Porticipote in more group activities (20), exhibit o higher rate 
of social mobility (5)
24. BiO"Sociol Activity: More ocfive in gcmcs (6), more lively, active, restless (9), 
daring, cdventurous (3)
25. Social Skills: More sociability (14), more diplomocy, tact (8)
26. Popularity, Prestige: More populor (10)
27. Cooperation: More cooperotive (11), more corporote responsibility (8), able 
to enlist cooperation (7)
28. Traits Differ With 
the Situation:
Patterns of leadership troils differ with situation (19)
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The Ohio State Staff found that:
Leadership styles vary considerably from leader to 
leader. The behavior of some leaders is characterized 
by rigidly structuring activities of followers in 
terms of task accomplishments, while others concentrate 
on building and maintaining good personal relationships 
between themselves and their followers. Other leaders 
have styles characterized by both task and 
relationships behavior. (13, 1969, pp. 188-189)
Tannenbaum stated:
For some time it was believed that task and 
relationships were either/or styles of leader behavior 
and, therefore, should be depicted as a single 
dimension along a continuum, moving from very 
authoritarian (task) leader behavior at one end to 
very democratic (relationships) behavior at the other. 
(31, 1957, pp. 95-101)
The Ohio State studies "resulted in the development 
of four quadrants to illustrate leadership styles in terms 
of Initiating Structure (task) and Consideration 
(relationships).", as shown in Figure 2. (13, 1969, p. 188)
According to Ohio State studies:
Task and relationships are not either/or leadership 
styles as an authoritarian-democratic continuum 
suggests. Instead, these patterns of leader behavior 
are separate and distinct dimensions which can be 
plotted on two separate axes, rather than a single 
continuum. (13, 1969, pp. 188-189)
Halpin*s Leadership Quadrant
Andrew W. Halpin, of the original Ohio State Staff, 
in a study of school superintendents, pointed out that 
according to his findings:
Effective or desirable leadership behavior is 
characterized by high ratings on both Initiating 
Structure and Consideration. Conversely, ineffective 
or undesirable leadership behavior is marked by low 
ratings on both dimensions. (11, 1959)







I N I T IATING S T R U C T U R E
__ _ _ _ _ _ _ _ _ _ _ High _ _ _ _ _ _ _ _ _ _  ___ _
IS+ 15+C - C +
In this quadrant are In this quadrant are
found those leaders found those leaders
who emphasize initi­ who emphasize both
ating structure but initiating structure
not consideration. and consideration.
The primary concern This type leader is
of this type leader perceived as being




In this quadrant are In this quadrant are
found those leaders found those leaders
who emphasize neither who emphasize consid­
initiating structure eration but not initi­
or consideration. ating structure. The
This type leader is primary concern of
perceived as being this type leader is
the least effective. satisfying human rela­
tionships .
IS- IS-C - C +
LOW
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Thus, Halpin seemed to conclude that High 
Consideration and High Initiating Structure style was 
theoretically the ideal or "best" leader behavior, while 
the style low on both dimensions was theoretically the 
"worst". (11, 1959)
The Managerial Grid
Robert R. Blake and Jane S. Mouton in their book. 
Managerial Grid, popularized the task and relationship 
dimensions of leadership. They suggested that there are 
five different types of leadership based on concern for 
production (task), and concern for people (relationships). 
These five different types of leadership were located in 
the four quadrants identified by the Ohio State Studies as 
shown in Figure 3. (13, 1969, p. 189)
According to the authors:
Concern for people is illustrated on the vertical 
axis. People become more important to the leader as 
his rating progresses up the vertical axis. A leader 
with a rating of 9 on the vertical axis has a maximum 
concern for people. (13, 1969, p. 190)
Blake and Mouton also implied that the most
desirable leadership style was "team management" (maximum
concern for production and people), and the least desirable
was impoverished management (minimum concern for production
and people). (13, 1969, 190)
Both the Ohio State and the Managerial Grid people
"seem to suggest there is a "best" style of leadership."
(19, 1966, pp. 349-361)
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Figure 3















This type 'leader empha­
sizes good human rela­
tionships and deempha- 
sizes the importance of 






eration, trust, and 
respect, and is per­
ceived as the most 
effective.
This type leader tries to 
maintain a balance of em­
phasis on task and people. 
This leader is best known 
as a compromiser.
This type leader empha­
sizes neither concern 
for people or for accom­
plishing the task and is 
perceived as the least 
effective.
This type leader empha­
sizes getting the job 
done and deemphasizes 
the importance of human 
relations.
1,1 9,1
3 4 5 6 7
CO N C E R N  FOR T A S K
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Korman's Study
Some of the most convincing evidence which dispelled 
the idea of a single "best" style of leader behavior was 
gathered and published by A. K. Korman. Korraan attempted 
to review all the studies which examined the relationship 
between the Ohio State behavior dimensions of Initiating 
Structure (task) or Consideration (relationships) and 
various measures of effectiveness, including work group 
grievances, group productivity, salary performance under 
stress, administrative reputation, absenteeism, and turn­
over. (19, 1966, pp. 349-361)
Korman reviewed over twenty-five studies and 
concluded that:
Despite the fact that "Consideration" and 
"Initiating Structure" have become almost bywords 
in American industrial psychology, it seems 
apparent that very little is now known as to how 
these variables may predict work group performance 
and the conditions which affect such predictions.
(19, 1966, pp. 340-361)
Situational Phase 
The third phase of historical development in 
reference to leadership style was the Situational Phase 
which occurred in history from the 1960's to the present. 
This phase of research implied that there was no one 
leadership style which was universally effective. Instead, 
it took a look at the situational approach.
Paul Hersey and Kenneth Blanchard in their book. 
Management of Organizational Behavior, stated that:
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...empirical studies tend to show that there is no 
normative (best) style of leadership: that successful
leaders are those who can adapt their leader behavior 
to meet the needs of their followers and the particular 
situation. Effectiveness is dependent upon the leader, 
the followers, and other situational elements. (14, 
1969, p. 191)
Reddin's 3-D Theory
William J. Reddin defined effectiveness as, "the
extent to which a manager achieves the output requirements
of his position." He further stated:
This concept of managerial effectiveness is the 
central issue of management. It is the manager's 
job to be effective. It is his only job. Managerial 
effectiveness has to be defined in terms of output 
rather than input, by what a manager achieves rather 
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Therefore, Reddin suggested that:
To measure more accurately how well a leader 
operates within a given situation, an "effectiveness 
dimension" should be added to the two-dimension Ohio 
State Model. By adding an effectiveness dimension to 
the Ohio State model, a three-dimensional model is 
created. (27, 1967)
The Leader Effectiveness Model attempted to:
...integrate the concepts of leader style with 
situational demands of a specific environment. When the 
leader's style is appropriate to a given environment 
measured by results, it is termed effective; when his 
style is inappropriate to a given environment, it is 
termed ineffective. (Figure 5)
If a leader's effectiveness is determined by the 
interaction of his style and environment (followers 
and other situational variables), it follows that any 
of the four styles depicted in the Ohio State model 
may be effective or ineffective depending on the 
environment. (27, 1967)
Reddin stated, "The two main elements in managerial 
behavior concern the task to be done and relationships with 
other people." He believed that managers sometimes 
emphasized one, and sometimes emphasized the other, and at 
times these two elements of behavior could be used together. 
(27, 1967)
The "3-D" term, when the two styles were used 
together, was known as the "integrated style". When the 
task side of the emphasis was used alone, it was known as 
the "dedicated style". When the relationship emphasis was 
used alone, it was known as a "related style". Or each 
could be used, according to Reddin, only in a small amount, 
known as the "separated style". Reddin felt any of these 
four basic styles of behavior could be effective in certain 
situations and not effective in others. None were more or
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less effective in themselves. Their effectiveness depended 
upon the situation in which they were used. Each one of 
the four basic styles had a less effective equivalent and 
a more effective equivalent, resulting in eight managerial 
styles. (27, 1967)
Life Cycle Theory
Paul Hersey and Kenneth H. Blanchard developed 
the "Life Cycle Theory" after a comprehensive study of 
many leadership theories. Their Life Cycle Theory was 
developed as an "outgrowth in the "Tri-Dimensional Leader 
Effectiveness Model." This theory attempted to provide 
leaders with some understanding of the relationships 
between an effective style of leadership and the level of 
maturity of one's followers as shown below in Figure 6. 
(13, 1969, p. 134)
Figure 6 
Life Cycle Theory of Leadership











High Task and 
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According to the Life Cycle Theory ;
...as the level of maturity of one's followers 
continues to increase, appropriate leader behavior 
not only requires less and less structure (task) 
while increasing consideration but should eventually 
entail decreases in socio-emotional support 
(relationships).
This illustration uses the four quadrants of the 
basic styles of the "3-D Leader Effectiveness Model", 
over which is drawn Hersey and Blanchard's Life Cycle 
Theory. (13, 1969, pp. 134-142)
Hersey and Blanchard suggested that a leader began 
with a structured task behavior, which was appropriate for 
working with immature people. Further, their Life Cycle 
Theory suggested:
Leader behavior should move through: (1) high
task/low relationship behavior to (2) high task/high 
relationship, and (3) high relationship/low task 
behavior, to (4) low task/low relationship behavior, 
if one's followers progress from immaturity to 
maturity. (13, 1969, p. 134)
The Life Cycle Theory of Leadership further 
postulated that:
When working with people of below average maturity, 
a high task style (Quadrant 1) has the best probability 
of success; whereas in dealing with people of average 
maturity, the style of Quadrants 2 and 3 appear to be 
most appropriate; and Quadrant 4 has the highest 
probability of success with people of above average 
maturity. (13, 1969, p. 143)
Rensis Likert's Systems Theory
Rensis Likert and his colleagues of the Institute 
for Social Research at the University of Michigan in their 
studies of leadership found that there was "the need to 
consider both human resources and capital resources as 
assets requiring proper management." (20, 1961, pp. 61-62)
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As a result of their behavior research studies of 
numerous organizations, they found:
The prevailing management styles of organizations 
can be depicted on a continuum from System I through 
System 4.
System 1 is a task-oriented, highly structured 
authoritarian management style, while System 4 is 
a relationship-oriented management style based on 
teamwork, mutual trust, and confidence. Systems 
2 and 3 are intermediate stages between these two 
extremes. (20, 1961, p. 62)
Likert and his associates developed an instrument 
which enabled employees of an organization to rate their 
organization in terms of its management systems. The 
instrument collected data about the operating charac­
teristics of an organization such as leadership, motivation, 
communication, decision-making, interaction and influence, 
goal setting, and the control process used by the 
organization. (20, 1961, p. 63)
In testing his instrument, Likert found;
The closer the management style of an organization 
approaches System 4, the more likely it is to have a 
continuous record of high productivity. Similarly, 
the closer this style reflects System 1, the more 
likely it is to have a sustained record of low 
productivity. (20, 1961, p. 64)
Theory X and Theory Y
No study of leadership style would be complete 
without a review of Douglas McGregor's "Theory X-Theory Y". 
According to McGregor, a traditional organization consisted 
of centralized decision-making and a superior-subordinate 
programmed relationship. These traditional organizations 
were formed on some basic assumptions about human nature
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and motivation. (13, 1969, p. 46)
Theory X assumed that most people preferred to be
directed, were not interested in assuming responsibility,
and wanted safety above all. Also included in this
philosophy was the belief that people were motivated by
money, fringe benefits, and the threat of punishment.
(13, 1969, p. 46)
A manager who accepted the assumptions underlying
Theory X attempted to structure, control and closely
supervise the employees. A Theory X type of manager felt
that external control was clearly appropriate for dealing
with unreliable, unresponsible, and immature people.
McGregor felt that "management needed practices
based on a more accurate understanding of the nature of
man and human motivation". As a result of his feeling,
McGregor developed an alternate theory of human behavior
called Theory Y. This theory assumed that "people are not,
by nature, lazy and unreliable". It postulated that:
...man can basically be self-directed and creative 
at work if properly motivated. Therefore, it should 
be an essential task of management to unleash this 
potential in man. The properly motivated worker can 
achieve his own goals best by directing his own 
efforts toward accomplishing organizational goals.
Managers who accept the Theory Y image of human 
nature do not usually structure, control, or closely 
supervise the work environment for employees. Instead 
they attempt to help their employees mature by exposing 
them to progressively less external control, allowing 
them to assume more and more self-control. (13, 1969, 
pp. 47-48)
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Contingency Theory
Fiedler, in his contingency model, believed that 
group or organizational performance depended on (is 
contingent upon) the match between the leaders personality 
and the requirements of the leadership position.
The Contingency Model suggested that:
The variable causing the change from one situation 
to another was the favorability of the situation to 
the leader. Three major factors within the situation 
were thought to account for how favorable or 
unfavorable it would be for the leader:
1) Affective Leader-Member Relations - The regard 
in which the leader and the group members hold one 
another determines, in part, the ability of the leader 
to influence his group, and the conditions under which
he can do so. A leader who is accepted by big group
members is in a more favorable situation than one who 
is not.
2) Task Structure - If the group's task is 
unstructured, and especially if the leader is no 
more knowledgeable than the group about how to 
accomplish the task, the situation is unfavorable 
to him.
3) Power Inherent in Leadership Position - 
Leadership position power is determined at its 
most basic level by the rewards and punishments
which the leader officially has at his disposal
for either rewarding or punishing the members of
his group, on the basis of their performance.
The extent of his power is determined by the
authority he has over his followers, based on 
the range of acts which his own seniors in the 
organization would agree are within his juris­
diction. The more power the leader has, the 
more favorable the situation is to him. (9,
1967, pp. 248-255)
Fiedler assumed in the Contingency Model that:
Situations which are either quite favorable or 
quite unfavorable to the leader require a guiding 
and directing kind of leadership style for optimum 
group performance. The most favorable situation 
would be one in which the leader is accepted by 
his group members, the task is highly structured, 
and it is reasonable to believe that subordinates 
are ready to act and need only to learn what the
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leader wishes them to do in order to do it willingly 
and well. On the other hand, in an extremely 
unfavorable situation the leader is rejected by his 
group members, the task is unstructured and vague, 
and he has low position power. In this case, it may 
very well be that directive leadership actions are 
the only ones that will get any result at all; 
permissive or participative leadership might easily 
result in everyone deciding to go home. Directive 
leadership might have the same result, but at least 
it has some chance of being successful. (9, 1967, 
pp. 248-255)
A leader's overall situational control was 







TASKStRUCTURE Structured Unstructured Structured Unstructured
POSITION POWER Strong Weak Strong Weak Strong Weak Strong Weak
CELL 1 2 3 4 5 6 7 8
This Figure shows how the three dimensions of 
leader-member relations, task structure, and leader position 
power are combined to yield an order of situational 
favorability to the leader. (9, 1967, pp. 248-255)
Research substantiated Fiedler's theory. In fact, 
in thirty-six of forty-five sets of groups, 80% of the 
results were as predicted. (9, 1967, pp. 248-255)
Additional Leadership Style Studies of Principals 
Morris and Bennett (1979) reported the results of 
a study in which elementary and secondary school teachers
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assessed the supervisory behaviors of either their principal 
or instructional supervisor, depending on whom the teacher 
had identified as the person responsible for providing 
supervision. These teacher assessments were graphed onto 
two leadership grids, one devised by Halpin and the other 
by Blake and Mouton. The Halpin grid depicted four 
leadership styles representing the tautology of combinations 
between high or low task orientation and high or low person 
orientation. The Blake and Mouton grid depicted five 
leadership styles, of which four basically were the same as 
those used by Halpin. The fifth leadership style indicated 
by Blake and Mouton represented a balanced emphasis between 
task and person orientation. Graphing mean task and 
person orientation scores for each of the twelve competency 
areas investigated onto the leadership grids indicated 
that principals' overall behavior more closely approached 
the coordinate of the Blake and Mouton grid denoting a 
balance of emphasis on task and person. (25, 1979, p. 21)
A review of the research indicated that successful 
schools had principals who displayed high task-oriented 
behavior. For example, Williams and Hoy (1971) studied the 
interrelationship between leadership style, leadership 
effectiveness, and the favorableness of the leadership 
situations, i.e., "the degree to which the situation 
provides the leader with influence over organizational 
members". They found that in schools exhibiting highly 
favorable leadership situations, "task-oriented leadership
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style was associated with effectiveness; however, the 
correlations were not statistically significant." (34,
1971, pp. 69-70)
Brookover and Lesotte (1979) reported that 
elementary principals in schools registering improvement 
in student achievement were more likely to be assertive 
instructional leaders than principals in schools registering 
declines in achievement. (4, 1979, p. 67)
Austin, in summarizing six state studies of 
exemplary schools found that exemplary schools had 
principals who "create a sense of direction for the school" 
and also "foster academic expectations." (2, 1981, p. 43) 
Vensky and Winfield (1979) likewise reported the 
need for building principals to be achievement or task- 
oriented. They pointed out, however, that this need not 
preclude a positive relationship between the principal 
and staff. According to the researchers, "a capable 
principal can stress achievement while maintaining good 
relations with staff, parents, and pupils." (33, 1979, 
pp. 9-24)
In research addressing this point, Utz (1972), 
discerned positive significant relationships between the 
overall ratings of principal effectiveness by teachers 
and the teachers' perceptions of principals' concern for 
production and concern for people. Utz found that 
principals rated below average or poor by teachers were 
perceived to place a significantly greater emphasis on
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concern for production than on concern for people. It 
appeared from the research by Utz that teachers perceived 
person orientation or consideration to be a characteristic 
of effective principals. Central office superiors may 
place a lesser premium on this personality dimension. (32, 
1972, p. 5)
Stress and School Administration
Stress - Nevada Principals
A study completed by Dr. Anthony Seville at the 
University of Nevada, Las Vegas, profiled stress of Nevada 
elementary and secondary public school principals. This 
study encompassed 195 completed surveys by elementary and 
secondary Nevada principals.
The top twenty stressors as ranked by Nevada public 
school principals is shown in Figure 8. This Figure shows 
time-consuming paperwork was the number one stressor in 
this group of administrators. A complete summary of these 
rankings with a comparison between elementary and secondary 
school principals is shown in Appendix D, p. 124.
This study found that secondary school principals 
perceived the first week of school to be the highest 
stressor with the last week of school ranked second. 
Elementary principals ranked time-consuming paperwork as 
their greatest stressor, with central office judgments 
about their school ranking second.
Also compiled in this study was an overall stress
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Nevada School Principals Stress Profile Study 
Ranking of Stressors
Rank by 
Mean Stressor Mean Median Mbde
1 Time-consuming paperwork 5.89 6.30 7
2 First days of school 5.79 6.24 7
3 Central office personnel making judg­
ments about the school without having 
sufficient data
5.61 6.17 9
4 working with inconpetent teachers and 
being held responsible for their actûons
5.44 5.96 7
5 Last week of school 5.41 5.84 7
6 Lack of teacher professionalism 5.34 5.59 7
7 Conflict with parent (face to face) 5.26 5.55 6
8 Conflict with a faculty itember re­
garding their responsibility and/or 
teaching effectiveness
5.20 5.68 7
9 Irate parent phone call 5.18 5.56 7
10 Ifeeting the guidelines of state, 
district or federal programs
5.05 5.20 5
11 Reading negative letters or news 
articles about your school
4.99 5.22 7
12 Sense of urgency due to short dead­
lines in performing tasks
4.99 5.04 7
13 Staff reduction 4.97 5.36 1
14 Evaluating teachers in the classroom 4.92 4.98 6
15 Caught in middle between conflicting 
demands of staff and superiors
4.85 5.05 3
16 Caught in the middle between teacher 4.69 4.60 4
17 Overcrowded conditions at school 4.68 4.92 5
18 Negative teacher grotp action against 
you
4.64 4.59 1
19 Grievance filed against you as an 
administrator
4.61 4.86 1
20 Teacher conference relating to the 
evaluation
4.56 4.48 1
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ranking for the job of principal and for external pressures. 
Those stress ratings are shown in Figure 9. They indicate 
only a small difference between the stress rankings of 
elementary principals when compared with secondary teachers.
The overall job stress rating of Nevada principals 
was 4.91 percent.
This Figure also reveals that over 26 percent would 
leave the profession for different employment because of 
the stress involved in their jobs. Another 19.5 percent 
were uncertain about leaving their jobs because of the 
stress it created for them.
Figure 9 







A. Overall stress rating 
the job. 4.91 5.02 4.87
B. Rating of external 
stressors (home, 
personal problems, 
etc.). 3.54 3.67 3.54
C. Overall rating job 
and external 
stressors. 4.68 4.75 4.71
D. Using stress as 
prime criteria 
would you leave 
your job for Yes 
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Gmelch and Swent - Oregon Study
In 1977, Walter Gmelch and Boyd Swent surveyed 
1,855 Oregon school administrators to determine what areas 
of administration were the most stressful for them. They 
identified thirty-five on-the-job situations which were 
potentially stressful for school administrators. These 
situations were divided into five general areas of 
administrative stress ;
1) Administrative constraints which deal with 
stressors related to time, meetings, workload, and 
compliance with federal, state and organizational 
policies.
2) Administrative responsibility relates to tasks 
characteristic of nearly all administrative positions 
and includes supervision, evaluation, negotiations, 
and gaining public support for school programs.
3) Interpersonal relations include resolving 
differences between parents and the school and between 
staff members, and handling student discipline.
4) Intrapersonal conflict centers around conflicts 
between performance and one's internal beliefs and 
expectations.
5) Role expectations deal with stress caused by 
a difference in the expectations of self and the 
various publics with which administrators must deal. 
These publics include students, parents, colleagues, 
board of education, supervisors, and members of the 
community. (10, 1978, p. 17)
The top ten stressors, as identified by Gmelch and 
Swent, are shown in Figure 10. It is interesting to note 
that five of the top ten individual stressors appeared in 
the "administrative constraint" factor. None of the top 
stressors were found in the role expectation factor.
Oregon administrators were asked by Gmelch and 
Swent to rate their health on a self-reporting five-point 
scale from excellent to poor. Table 1 shows that when













Complying with state, federal, and organi­
zational rules and policies.
Feeling that meetings take up too much time.
Trying to complete reports and other paper 
work on time.
Trying to gain public approval and/or 
financial support for school programs.
Trying to resolve parent/school conflicts.
Evaluating staff members' performance.
Having to make decisions that affect the lives 
of individual people that I know (colleagues, 
staff members, students, etc.).
Feeling that I have too heavy a work load, one 
that I cannot possibly finish during the normal 
work day.
Imposing excessively high expectations on 
myself.
Being interrupted frequently by telephone 
calls.
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health status was compared to the composite score of all 
stressor items, the level of health decreased as the level 
of stress increased. This was also true under each of the 
five categories of stress.
Oregon administrators were also asked to indicate 
what percentage of total stress in their lives resulted from 
work. The date in Table 2 suggests that six out of every 
ten administrators felt that 70 percent or more of their 
total life stress resulted from their jobs. The percentage 
ranged from two percent to 100 percent. (In fact, thirty- 
six administrators or 3.4 percent felt that 100 percent of 
the stress resulted from their jobs.) On the average, 70 
percent of the stress in administrators lives comes from 
on-the-job experiences. (10, 1978, pp. 5-22)
Manera and Wright Study
Elizabeth Manera and Robert E. Wright surveyed 
secondary principals and assistant principals and used a 
forced-choice Q-Sort instrument to identify which stress 
procedures were high, medium, or low. They found that 
making decisions about people you know was ranked the number 
one stressor for principals. Evaluating staff members' 
performance was ranked second. (22, 1981, pp. 11-14)
The twelve ranked stressors from this study are 
listed below:
1. Making decisions about people you know.
2. Evaluating staff members' performance.
3. Imposing high expectations on myself.
4. Gaining public approval or financial support.
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5/6. Completing reports on time; Handling student 
discipline.
7. Resolving parent/school conflicts.
8. Complying with state/federal rules.
9. Spending too much time at meetings.
10. Speaking in front of groups.
11. Finding workload too heavy.
12. Being interrupted by telephone.
(22, 1981, p. 15)
Administrative Events Stress Inventory
In still another study, a survey questionnaire 
developed by Robert H, Koff, Dean of the School of 
Education, State University of New York in Albany, was 
administered to a national sample of administrators drawn 
from the membership of NASSP and NAESP. The instrument 
was the Administrative Event Stress Inventory which contains 
forty-eight stress-related events typically associated 
with elementary and secondary school administration. (18, 
1981, p. 2)
The results of this survey were a rank order of the 
forty-eight stress oriented events, followed by a factor 
analysis of the results. It suggested that the forty- 
eight events fell into four general factor categories:
Factor I: Suggested Underlying Theme -
Helplessness/Security - This factor revolves around a 
theme of helplessness and security. These events 
include "legal action against your school," "lack 
of books and supplies," "overcrowded schools," and 
"criticism in the press."
Factor II: Suggested Underlying Theme -
Management Tasks/Problem Solving - Factor II events 
describe routine management tasks with problems to 
be solved. These challenges, for the most part, are 
solvable given the resources of a school administrator: 
"working with problems of underachieving students," 
"implementing board curriculum policies," "talking 
to parents," "evaluating teachers," and "maintaining
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school records." Most principals anticipate these 
tasks as part of their job, and receive training and 
resources to manage them.
Factor III: Suggested Underlying Theme -
Teacher Conflict - The problems of directing and 
evaluating professional staff are implied by "dealing 
with unsatisfactory performance," "refusal to follow 
policies," and "forced resignations."
Factor IV: Suggested Underlying Theme -
Student Conflict - "Fights among students on campus," 
and "meeting with rebellious students" clearly indicate 
dealings with pupil problems. (18, 1981, p. 3)
The stress oriented events in rank order from this 
study are listed in Appendix À , p. 110.
The authors of this research found that adminis­
trators perceived that Factor I events:
...(helplessness/security) is rated more stressful 
than Factor II (management tasks/problem solving).
The third (teacher conflict) is rated most stressful 
of all, and this position was consistent for each 
type of school. However, the rated stressfulness of 
student conflict increases as one moves from elementary 
to middle to high school. (18, 1981, p. 4)
The following are the author's conclusions 
concerning stress:
1) Administrative events associated with conflict 
between administrators and teachers were perceived by 
administrators as most stressful.
2) Administrative events associated with a threat 
to job/physical security and status were perceived as 
highly stressful.
3) Events perceived as associated with low amounts 
of stress were routine, expected, and accepted duties 
of administration in schools.
4) The aspects of security/status and routine 
management of tasks were perceived similarly by 
elementary, middle, and high school administrators.
5) Conflicts between administrators and teachers 
were perceived as more stressful as one moves from 
high schools to middle to elementary schools.
6) Conflicts among students and student problems 
were perceived as more stressful by high school than 
elementary administrators. (18, 1981, pp. 4-5)
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Teaching Events Stress Inventory
Donald Cichon and Robert H. Koff developed "The 
Teaching Events Stress Inventory" to measure the degree 
of stress caused by thirty-six events associated with the 
teaching profession. The Inventory was completed by 4,934 
elementary and secondary school teachers employed by the 
Chicago Board of Education. Event I of the Inventory, the 
first week of the school year, was given an arbitrary stress 
value of 500. Respondents were asked to determine whether 
the events they were to rate were indicative of more or 
less stress than the first week of school. (5, 1978, p. 3)
One of the most interesting findings of the Cichon 
and Koff study was that, "discriminant analysis revealed 
no significant differences between the subgroups." In 
other words:
...teachers responding to this questionnaire 
perceived events related to their occupation in 
similar ways. That is regardless of sex, race, age, 
type of school, etc., teachers share common 
perceptions concerning stress associated with teaching. 
(5, 1978, p. 7)
The events and their descriptive statistics from 
the study, listed in rank order from most to least stress 
by mean rankings are presented in Appendix e , p. 127.
Cichon and Koff analyzed the thirty-six rank-ordered 
teaching events and identified four general themes or 
cluster of items. The first cluster they called, "priority 
concern" items. Priority concern events are managing 
disruptive children, threatened with personal injury.
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colleague assaulted in school, and target of verbal abuse 
by students. (5, 1978, p. 8)
Within the priority concern category, the dominant 
themes were violence and student discipline. In other 
words, teachers are saying that dealing with problems 
associated with student discipline is highly stressful.
(5, 1978, p. 8)
The second cluster identified by Cichon and Koff 
involves "events that concern the theme of "management 
tension." This cluster includes such events as being 
involuntarily transferred, overcrowded classrooms, notice 
of unsatisfactory performance, lack of books and supplies, 
reorganization of programs and classes, implementation of 
board of education goals, denial of promotion or 
advancement, and disagreement with supervisor. These events 
over which the teacher has little control represent actions 
which are the responsibility of management. In a very real 
sense, these events represent stress which is "imposed" 
upon the teacher in the form of action constraints. One 
must live with the constraints or adapt to them in the 
work place. (5, 1978, p. 9)
The third category identified by Cichon and Koff 
was concerned with "the theme of doing a good job." The 
items that best characterized this cluster were maintaining 
self-control when angry, and teaching students who are 
below average in achievement level. In other words, 
"Maintaining self-control when angry and being an effective
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teacher, especially with children who are below average in 
achievement, are important professional responsibilities 
which are perceived to be stressful." (5, 1978, p. 13)
The lowest ranked ten events, those which induce 
relatively little stress, were clustered around the theme 
of "pedagogical functions."
This cluster of events includes teacher-parent 
conferences, dealing with bilingual students, 
discussion of childrens' problems with their parents, 
taking additional coursework for promotion, attending 
in-service meetings, evaluating students, conferences 
with principal, and doing lesson plans. One might 
infer from these data that teachers find less 
stressful those teaching events (i.e., pedagogical 
functions) over which they have direct control.
(5, 1978, p. 14)
Stress and Management Style Relationship
The final portion of this Chapter deals with the 
relationship between stress and management style. A review 
of the literature in this area resulted in the following 
studies concerning this relationship.
Stress
The following quote helps describe the stress 
environment a school administrator encounters.
Principals today are faced with more pressure, 
more agression, more change, and more conflict than 
ever before. It is now possible to cram much more 
into an administrator's day, thanks to computers, 
intercoms, dictaphones, and other "time saving 
devices" which have measurably increased the stress 
of life.
Every historic era can be traced by its 
characteristic ailments: The Middle Ages is dominated
by the Great Plague and leprosy; the Renaissance was 
characterized by syphilis; the Baroque Era was marked 
by deficiency diseases such as scurvy and luxury
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diseases such as gout; the Romantic Period was linked 
with tuberculosis and similar ailments; and the 
nineteenth century - with its rapid industrialization 
and the development of cities - brought about general 
nervousness and neuroses.
And now we have the twentieth century, where 
tension headaches, high blood pressure, and peptic 
ulcers keep pace with the Dow-Jones average, and 
where the oscillation of the economy can be traced 
by the ebb and flow of tranquilizer prescriptions. 
(10, 1978, p. 6)
The Stresses of Leadership
In an article entitled, "The Stresses of 
Leadership," the authors spoke of the relationship between 
leadership and stress. They stated:
Stress is related to leadership in an inevitable 
way. Moreover, since leaders, by the very nature 
of their task, are attempting to influence others to 
strive willingly toward the achievement of the group's 
goals, stress will likely arise in the leader as well 
as the individual members whenever a conflict develops 
in regard to needs, expectations, or goals. The very 
concept of leader implies guiding, conducting, 
directing, and preceding - one who facilitates 
progress and inspires the group to accomplish 
organizational goals. But all this means insistence 
on movement, which is inseparable from change. And 
whatever direction change (even development or 
improvement) moves, stress will soon be there to 
accompany it. (29, 1980, p. 21)
The author also stated:
All that is required to trigger a stress response 
deep down inside is perception of some form of 
personal loss. So, for example, when a leader with 
authority calls on his followers to travel a road 
that demands sacrifice or to give up a familiar way 
of doing things, loss is perceived as imminent: 
hormones and emotions take over. If the leader 
should encounter resistance, and his goal remains 
unaccomplished, the loss of power he senses may 
itself become a threat to his sense of worth, and 
now he in turn feels stress- More emotion (anger? 
resentment? grief?), and hormones at high tide!
(29, 1980, p. 22)
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Both leader and follower may want to achieve the 
same fundamental goal, but a clash is likely to occur if 
the preferences of these two with regard to the means to 
that end are contrary to each other. For example, on one 
hand the leader may be by nature a task-oriented person.
A follower, on the other hand, desiring to fulfill the 
same ultimate aim, may personally need and desire a 
leisurely social atmosphere in which to function. (29,
1980, p. 22)
The author further stated:
He will find that the leader's efforts to keep his 
followers constantly active at doing things will 
prevent the establishment of close relationships and 
shared affection. Under conditions such as these, 
it is virtually inevitable that both leader and 
follower will wind up feeling frustrated, the former 
because he will sense that his follower is resisting 
his leadership, the latter because this fundamental 
need remains unfulfilled. Obviously, if both leader 
and follower preferred the same goal and at the same 
time needed and desired the same means to that end, 
no stress (at least from this source) would occur.
Another classic example would arise from the style 
of leadership adopted. When both leader and follower 
naturally prefer and the leader adopts an autocratic 
approach (one in which the leader commands and expects 
compliance, is dogmatic and positive, and leads by 
the ability to withhold or give rewards and 
punishment), mutual satisfaction ensues. But suppose 
that the follower has an intense need and desire for 
a leader whose style would be democratic (the leader 
consults with subordinates on proposed actions and 
decisions and encourages participation from them).
In this case, again, when the leader does not provide 
what is needed or what-the follower feels entitled 
to, both the follower and the leader are destined 
to suffer stress, since frustration of the desire of 
both is not occurring. (29, 1980, pp. 23-25)
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Counselor Burnout - Leadership Style
Stress and Management Style Relationship
A study completed by Oliver Cummings and Roger Hall 
investigated the hypothesis that, "...counselor perceptions 
of organization's leadership style and self-reported 
burnout are related." (6, 1982, p. 191)
Their study design called for:
...a measure of the leadership style characteristics 
of the schools involved, and for an assessment in the 
degree of burnout currently being experienced by the 
participating counselors. They used Likert's School 
Leadership Inventory and a self-report of degree of 
burnout by the counselors.
The results of thirty-one practicing counselors 
in twenty-three school districts in eastern Iowa 
indicated that, "Counselors who perceived leadership 
as authoritarian reported significantly higher levels 
of burnout than counselors who perceived the leadership 
as participative. Also, counselors who perceived their 
school's leadership as more participative had been in 
their positions for a significantly greater number of
years than counselors who perceived the leadership
as authoritarian. (6, 1982, p. 123)
Although the correlation between the self-reported 
burnout and the counselor's perceptions of leadership style 
was not significant when the total group was studied, it
was in the hypothesized direction. When the authors
compared the twenty-five percent of counselors who 
perceived their schools as most authoritarian with the 
twenty-five percent who saw their schools as most 
participative, they found it clear that more authoritarian 
leadership styles may result in a higher degree of burnout. 
(3, 1976, p. 194)
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Mitchell Study
The subjects for this study included randomly
selected employees from two basically different (demogra-
phically) community colleges. A stress "burn-out" survey,
developed by Nurses Christian Fellowship, 1979, was used.
The survey was designed to measure the level of
stress. A person scoring a high of 150-120 was in a high
stress environment, 120-100 a medium stress environment,
and under 100 low stress. (The survey consisted of thirty
words needing a response (fifteen negative and fifteen
positive). Reaction ranged from almost to almost always
on a scale from five to one for negative words, and one to
five for the positive words). (24, 1980, p. 9)
A summary of the survey results indicated that the
stress level appeared to be highest at College A, while
College B seemed to have the least amount of stress. Of
the fifteen negative words, "frustration" received the
highest mean average of responses. (24, 1980, p. 9)
The following conclusion was offered by the authors:
In many cases (particularly at College A) the 
response to the question: How do you feel about your
work environment? was negative and workers had 
targets for their dissatisfaction. At College B 
the relative calm or contentment was attributed to 
the support and buffering done by a division 
chairperson while certain hostilities were directed 
at the general management. At College A the overall 
dissatisfaction was not buffered (rather encouraged) 
by middle-management. (24, 1980, p. 10)
Using the "Management Grid", based upon the theory
of relationship versus task-oriented management styles,
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Mitchell attempted to identify the types of management at 
the various institutions. The object was to determine 
whether or not the style of leadership impacted the level 
of stress. At College A the employees responded to both 
types of leadership in basically the same manner: high
stress for different reasons. At College B, where the 
division chairperson appeared relationship-oriented, the 
stress level was considerably lower than the response to 
the apparently task-oriented upper-level management. (24, 
1980, p . 100)
Stress and the Work Environment
Regene Mitchell provided us with the following 
conclusion concerning stress and the work environment:
Based on a review of literature an assumption is 
made that a high-stress, negative work environment is 
counter productive, or at best it decreases the 
efficiency level, of an organization or institution 
and that stress management could increase productivity 
and create a high morale atmosphere in the work 
environment. (24, 1980, p. 3)
David E. Hartl, in his article, "Stress and the 
Agent of Change" stated:
Stress can produce harmful or painful symptoms.
And, all of us have personal limits of stress 
tolerance which, when exceeded, can cause major 
breakdowns in physical and psychological health.
This is what we mean by distress, or more pointedly, 
by disease.
Some of the most talented individuals in many 
fields, particularly in education, are not as 
effective as they could be due to stressful work 
environments. Most managers agree a stressful work 
environment often results in wasted time and energy, 
both emotional and physical. Time and energy are 
important commodities to direct in the success of 
most organizations. (24, 1980, p. 5)
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There are numerous factors that might be attributed 
to excessive stress in the work environment. Negativism, 
and/or high levels of stress may have no immediate 
identifiable origin or it could obviously be generated by 
a particular management style, perhaps the result of real 
or imagined external pressures unrelated to the job, i.e., 
marital or interpersonal relationship problems or economic 
conditions (inflation). A lack of job security (possible 
cut-backs), and pressures to "produce" in an unreasonable 
time-frame are a common phenomena in today's "work world." 
(24, 1980, p. 5)
According to Hartl:
Although achievement orientation is personal, 
stress producers related to such orientation may be 
"manufactured" on the job. Because most organizations 
often lack awareness of personal stress limits many 
individuals, trying hard to excel in organizations, 
find themselves experiencing chronic symptoms of 
distress. This factor is of major significance 
because it is clear that too much stress is not only 
physically and psychologically harmful, it is also 
counterproductive and uneconomical. Still, stress- 
producing situations continue to be fostered. Many 
organizational leaders unwittingly subscribe to 
"carrot and stick" philosophies of motivation without 
properly understanding the full ramifications of their 
. actions.
The competitive environment may be severe enough 
to cause individuals to experience high levels of 
stress, which are counterproductive. Often excessive 
stress is associated with leadership stifles/power 
structures and/or company politics. (24, 1980, p. 7)
In Sheridan and Vrendenbrugh's study of tension, 
performance and termination of nurses, they concluded that: 
"Leader (leadership behavior styles) consideration were 
inversely associated with tension and terminations, but
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also with job performance... Reward and expert power were
useful in predicting job tension." (24, 1980, p. 7)
Rosenbaum defends the leadership "type" in part
in his article which concludes that;
The evidence available fails to demonstrate 
either authoritarian or democratic leadership is 
consistently associated with higher productivity.
In most situations, however, democratic leadership 
is associated with higher morale. (24, 1980, p. 7)
It should be noted that high morale should not be
in lieu of efficiency and/or high productivity. However,
high morale does suggest a positive work environment, which
generally lends itself to increased productivity. To a
large extent the mood and pace of the atmosphere generally
originates from, or can be altered by, management.
Regardless of the style of management, the observed
emotional state of employees and the productivity of the
institution should be indicators of successful management.
(24, 1980, pp. 7-8)
Stress and Illnesses
Alvin Toff1er recognized the relationship between 
stress and illness in his book, "Future Shock", which he 
defines as, "...the distress, both physical and 
psychological, that arises from an overload of the human 
organism's physical adaptive systems and its decision­
making processes." This idea has been around for many 
years. Adolph Meyer, professor of psychiatry at Johns 
Hopkins, recognized this idea around the turn of the
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century and began keeping "life charts" on his patients.
They were abbreviated biographies that showed time and again 
that people tended to get sick around the time when clusters 
of major events took place in their lives. The concept was 
expanded in the 1940's and 1950's by the late Harold G. 
Wolff, Professor of Psychiatry at Cornell University Medical 
College, who studied intensively the life settings and 
emotional states surrounding many specific illnesses and 
symptoms. (15, 1967, pp. 67-68)
Social Readmustment Rating Scale
In 1949, Dr. Thomas H. Holmes, after working with 
Dr. Wolff at Cornell, began to apply Dr. Meyer's "life 
chart" idea systematically to the case histories of more 
than 5,000 patients. A number of life-change items were 
found to occur over and over and tended to cluster in the 
brief time period just prior to the onset of major 
illnesses. The items are listed in Figure 11. They 
constitute various interactions of people with their 
environment, and make up essentially all the changes in life 
situations with which we have to deal, or reflect the fact 
that salient changes have occurred. (16, 1974, p. 69)
Some of the changes in life situations and life 
style are socially desirable, some undesirable. We are all 
aware of the drain on energy and resources sssociated with 
such "stressful" events as divorce, trouble with one's 
employer, and death of a spouse. (16, 1974, pp. 69-70)
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1. Death of spouse 100
2. Divorce 73
3. Marital separation 65
4. Jail term 63
5. Death of close family member 63
6. Personal injury or illness 53
7. Marriage 50
8. Fired at work 47
9. M&rital reconciliation 45
10. Retirement 45
11. Change in health of family member 44
12. Pregnancy 40
13. Sex difficulties 39
14. Gain of new family member 39
15. Business readjustment 39
16. Change in financial state 38
17. Death of close friend 37
18. Change to different line of work 36
19. Change in number of arguments with spouse 35
20. Mortgage over $10,000 31
21. Foreclosure of mortgage or loan 30
22. Change in responsibilities at work 29
23. Son or dauÿiter leaving home 29
24. Trouble with in-laws 29
25. Outstanding personal achievement 28
26. Wife begin or step work 26
27. Begin or end school 26
28. Change in living conditions 25
29. Revision of personal habits 24
30. Trouble with boss 23
31. Change in work hours or conditions 20
32. Change in residence 20
33. Change in schools 20
34. Change in recreation 19
35. Change in church activities 19
36. Change in social activities 18
37. Mortgage or loan less than $10,000 17
38. Change in sleeping habits 16
39. Change in nrmiber of family get-togethers 15
40. Change in eating habits 15
41. Vacation 13
42. Christmas 12
43. Minor violations of the law 11
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The numbers in the right-hand column of the Figure 
represent the amount, duration, and severity of change 
required to cope with each item, averaged from the responses 
of hundreds of people. Marriage was arbitrarily assigned 
the magnitude of fifty points, and the subjects then rated 
the other items by number as to how much more or how much 
less change each required in comparison with marriage. For 
instance, the scale implies that losing a spouse by death 
requires, in the long run, twice as much readjustment as 
getting married, four times as much as a change in living 
conditions, and nearly ten times as much as minor violations 
of the law. (16, 1974, pp. 70-71)
The more changes one undergoes in a given period of 
time, the more points one accumulates. The higher the
score, the more likely one is to have a health change---
serious illnesses, injuries, surgical operations,
psychiatric disorders, even pregnancy have been found to
follow high life-change scores. And the higher you score, 
the more serious the health change will likely be. (16, 
1974, p. 73)
Dr. Richard Rahe, for example, studied the illness 
patterns of some 2,500 officers and enlisted men aboard 
three Navy cruisers. He found that the thirty percent of 
the men with the highest life-change scores developed 
nearly ninety percent more first illnesses during the 
first month of the cruise than the thirty percent with the 
lowest scores. During each subsequent month of the six-
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month cruise, this upper thirty percent consistently 
reported more illnesses than the lower thirty percent.
(16, 1974, pp. 70-73)
According to the Social Readj ustment Rating Scale, 
a person who scores below 150 points has about a one in 
three chance of having a serious health change in the next 
two years. An individual who scores between 150 and 300 
points has about a fifty-fifty chance of having a serious 
health change. The individual with a point score of over 
300 has a ninety percent chance of a serious health 
change. (16, 1974, p. 73)
Stress and Performance
Ken Dychtwald, in an article entitled, "Stress;
What It Is and How It Affects You", provides a stress 
and performance graph depicting the relationship between 
these two factors.
Dychtwald stated that too much stress could produce 
physical and psychological illness. (However, it would 
seem stress is required to some degree in everyone's life 
in order to feel good.) According to Dychtwald, stress 
in its positive sense, or eustress, "...makes for challenge 
and vitality, and adds to the vibrancy of life." The 
pressure of deadlines, the challenge of competition, or 
the self-generated drive to do a little better can often 
boost one's performance to a higher level. (8, p. 9) 
Dychtwald's graph shows that an individual's
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mental and physical performance is directly related to 
the degree of stress in a bell-shaped curve. Without 
stress, performance is low because arousal is low, as 
shown on the left-hand side of the curve. Then there is 
an optimal level of stimulation, or stress, between high 
and low, where performance will reach a peak. However, 
once one passes this optimal stress zone, performance 
begins to rapidly deteriorate. Thus both understimulation 
and overstimulation resulted in lower than optimal 
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Summary
This Chapter provided a review of the literature 
concerning the management style research compiled over the 
past fifty years. We have seen the research move through 
three distinct phases.
Recently, researchers have focused their attention 
on stress and its probable effects upon individuals who 
work in our public schools. This Chapter reviewed some of 
the stressor causing events that plague our schools and 
their administrators. The day-to-day tasks and events with 
which a school administrator must deal can and do cause 
stress. Such events as staff performance evaluation, 
resolving parent/teacher conflicts, etc., can create 
stress for the administrator.
The final portion of the Chapter reviewed the 
research concerning the relationship between leadership 
styles and stress. The review of the research provided 
some interesting studies showing a correlation between 
leadership style and stress.
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CHAPTER III 
METHODOLOGY 
Statistical Analysis and Interpretation 
Introduction
Administrators of today's public schools work in 
an environment filled with stress. Stress cannot be 
avoided if an administrator is to effectively deal with 
the problems, confrontations, and issues that are associated 
with school administration. In fact, the avoidance of 
problems and issues may create more stress than dealing 
with each problem directly.
We have learned from the research that each 
administrator develops a dominant leadership style.
However, one may approach each situation differently 
depending upon the circumstances. The development of a 
dominant leadership style is, according to research, 
typical for most administrators.
Review of the Problem
The purpose studied in this project was to examine 
the relationship between an administrator's dominant 
leadership style and self-reported stress felt by a 
building level principal. Therefore, the primary purpose
56
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of this study was to determine what relationships existed 
between stressor events, selected from the Administrative 
Events Stress Inventory, and selected leadership styles as 
determined by the Leader Adaptability Style Inventory and 
exhibited by elementary and secondary school administrators 
, in the State of Nevada.
Methodology.
Determining Leadership Style
The Leader Adaptability Style Inventory 
questionnaire was developed by Paul Hersey and Kenneth 
Blanchard. It is part of their Life Cycle Theory of 
Leadership. The basic concept of the Life Cycle Theory of 
Leadership encompasses the maturity level of the followers. 
As the maturity level of followers increases, the leader's 
behavior should be less structured. Consideration should 
increase, but eventually decrease once the follower is on 
his own. The Life Cycle Theory of Leadership can be seen 
in Chapter II.
The LASI Instrument is composed of twelve 
situations. The administrator chooses one of four possible 
approaches to each situation. Using the Life Cycle Theory 
of Leadership as an analytical took, three of the 
situations demand a high task/low relationship action 
(Quadrant I), three require a high task/high relationship 
action (Quadrant II), three require .a high relationship/low 
task action style (Quadrant III) , and three require a low
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task/low relationship style of action (Quadrant IV).
(3, 1976, p. 296)
This instrument permitted determination of each 
school administrator's dominant leadership style. Dominant 
leadership style was defined as the quadrant where the most 
responses fell. Supporting style(s) was a leadership 
style which one tended to use on occasion. The frequency 
of responses in quadrants other than that of dominant style 
suggested the number and degree of supporting styles 
available to the individual. The LASI Questionnaire can 
be found in Appendix B.
The Administrative Events Stress Inventory
This survey questionnaire was developed, pilot 
tested, and administered to a national sample of 
administrators drawn from the membership of NASSP and 
NAESP. It was originally developed by Robert H. Koff,
James M. Laffey, George E. Olson, and Donald J. Cichon for 
a study they completed concerning administrator stress.
The instrument itself contains forty-eight stress-related 
events typically associated with elementary and secondary 
school administration. (18, 1981, p. 2)
This portion of the questionnaire assessed the 
relative magnitude of stress induced by events associated 
with the management of elementary and secondary schools.
Holmes and Rahe, in discussing their "Social 
Readjustment Rating Scale" defined stress as the "intensity
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and length of time needed to adjust to life events." The 
greater the intensity and time needed to adjust, the
greater the stress attributable to those events. Therefore,
stress can be measured by asking people to assess a life 
event in terms of the stress it produces for them. (15, 
1967, pp. 213-218)
The developers of this questionnaire used the first
week of the school year as the inventory opening event and
pre-assigned a stress rating of 500 to this event. The 
respondents throughout the nation then rated the other 
forty-seven events from one to 1,000 using the 500 score 
already assigned as a base line indicator. The forty-eight 
events of the Administrative Events Stress Inventory 
represented a wide range of administrative functions thought 
common to educational administration. (15, 1967, pp. 213- 
218)
The results of this survey provided a rank order 
of the forty-eight stress oriented events. In addition, 
they were able to provide a factor analysis of their 
results. The factor analysis suggested that the forty-eight 
events fell into the four general factor areas: Factor I,
helplessness/security; Factor II, management task problem 
solving; Factor III, teacher conflict; Factor IV, student 
conflict.
The factor analysis provided by the developers of 
the Administrative Events Questionnaire (AESI) enabled this 
researcher to select various stressor events from each of
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the four general factor areas. Therefore, this study 
incorporated fourteen stressor events representing the 
four general factor areas of the AESI.
Review of the Hypotheses
It was hypothesized that this research would show 
a positive correlation between the dominant management 
style of principals and selected job stressor events. The 
null hypotheses was formed that no significant difference 
would be shown between the possible dominant management 
styles and selected job stressor events. The four null 
hypotheses being tested were:
1) There will be no significant difference between 
the Dominant Management Style of Quadrant I 
(high task and low relationship) and selected 
job stressor events of the Administrative 
Events Stress Inventory of principals at the 
0.05 probability level.
2) There will be no significant difference between 
the Dominant Management Style of Quadrant II 
(high relationship and high task) and selected 
job stressor events of the Administrative 
Events Stress Inventory of principals at the 
0.05 probability level.
3) There will be no significant difference between 
the Dominant Management Style of Quadrant III 
(high relationship and low task) and selected
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job stressor events of the Administrative Events 
Stress Inventory of principals at the 0.05 
probability level.
4) There will be no significant difference between 
the Dominant Management Style of Quadrant IV 
(low relationship and low task) and selected 
job stressor events of the Administrative Events 
Stress Inventory of principals at the 0.05 
probability level.
Combined Stress/Style Questionnaire
A three-part questionnaire was mailed to every 
public school principal in the State of Nevada. They were 
asked to complete and return the questionnaire within six 
weeks.
The first portion of the questionnaire consisted 
of demographic questions to determine the type of school, 
size of school, age, gender, education, marital status, 
and race. The second part of the questionnaire consisted 
of selected job-stressor events from the Administrative 
Events Stress Inventory. Fourteen different events were 
presented to each principal to rate on a scale from one to 
seven. A rating of seven suggested that the event created 
extreme stress while the rating of one suggested that the 
event created little or no stress for them as a school 
principal.
The third section of the questionnaire was Paul
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Hersey and Kenneth Blanchard's Leader Adaptability Style 
Inventory. This instrument proposed twelve different 
situations and asked the respondent to select one of four 
options signifying how they would deal with the situation.
Statistical Design
To measure the relationship between the two 
variables, a Pearson Product-Moment Correlation Coefficient 
statistical design was used. This type of statistic was 
selected because it could establish the magnitude and the 
direction of the relationship. In addition, the Chi-Square 
Statistical Test was used to determine the correlation 
between the demographic data collected and each situation 
of the Leader Adaptability Style Inventory.
The Findings
The combined stress/style questionnaire was mailed 
to exactly two hundred and thirty-one public elementary 
and secondary school principals. A list of current site 
administrators in the State of Nevada, with accompanying 
school addresses, was obtained from the State Department 
of Education. Questionnaires were mailed to all principals 
within the seventeen county school districts of the State 
of Nevada.
The school districts within the State of Nevada 
vary in size from 100 students in Esmeralda County to 
nearly 100,000 students in Clark County, the district 
encompassing the city of Las Vegas.
Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
63
One hundred and sixty-four usable questionnaires 
were returned within the allocated six weeks time line. The 
usable questionnaires received represented a return of 
seventy-one percent. This relatively high rate of return 
signifies the amount of concern and interest principals 
have regarding this question. They are dealing with the 
problem daily and are perhaps looking for productive ways 
to combat the stress they are experiencing.
Demographics
The results of the demographic data supplied by 
the respondents indicated a wide variety of responses 
were reviewed. The responses represented a range from 
small schools to very large schools, each experiencing 
the distress that is associated with their individual 
assignments. The following Figure provides a complete 
breakdown of the various demographic data supplied by 
the respondents.
The demographics Figure revealed that a majority 
of the principals responding to the survey were male 
(84.8 percent), married (86.6 percent), Caucasian (90.2 
percent)', with a Masters Degree plus (77.4 percent). Over 
half of the respondents were elementary school principals 
(55.5 percent). A majority of the principals were 
responsible for schools with a population of under 1,000 
students, with 40.9 percent of principals having schools 
with less than 500 students and 44.5 percent having schools










TYPE OF SCHOOL 
Elementary 91 55.5Middle 27 16.5High 22 13.4Junior-Senior 12 7.3K-12 12 7.3GENDER
Male 139 84.8Female 25 15.2MARITAL STATUS 
Single 6 3.7Married 142 86.6Divorced 3 7.9Widowed 3 1.8AGE
Under 30 2 1.231-40 38 23.241-50 73 44.551-65 48 29.365-over 1 .6
RACE
Caucasian 148 90.2Black 4 7.3Spanish 4 2.4SIZE
Under 500 67 40.9500-1,000 73 44.51,000-1,500 13 7.91,500-2,000 4 2.4
2,000-2,500 4 2.4
DEGREE
Bachelors 1 .6Masters 5 3.0
Masters Plus 127 77.4
Specialist Certificate 16 9.8
Doctorate 13 7.9Unknown 2 1.2
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with a student population of between 500 and 1,000 students.
It was clear from the demographic data that 
administrators who responded were very similar in terms of 
sex, race, and educational attainment. While the survey 
did not sample a wide range of persons in terms of these 
characteristics, the sample represented the actual 
individuals filling the position of principal in the 
various public elementary and secondary schools in the 
State of Nevada.
Since all responses were voluntary, there was the 
possibility that only certain types of styles of 
administrators responded, thereby failing to guarantee a 
representative sampling. Since this cannot be determined, 
sample selectivity must be considered a possible influence 
on the responses made.
Stress Data
The study asked the Nevada school principals to 
rate fourteen stressor events taken from the Administrative 
Events Stress Inventory (AESI) as to the relative degree 
of stress it produced for them.
Overcrowded conditions at school was the first 
event on the inventory and had a pre-assigned stress rating 
of four. Administrators then rated the remaining fourteen 
events from one to seven using the pre-assigned rating of 
four given to overcrowded conditions at school as a 
baseline indicator. Principals viewed this event in the
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AESI as an average stressor event. Therefore, this event 
was selected as the baseline indicator.
Figure 13 provided a rank order of the results of 
the Nevada principals' rating of the fourteen different 
stressor events. This Figure also provided a complete 
breakdown of the specific responses submitted by all 
respondents. It showed the percent of the respondents for 
each rating score of one through seven selected.
Figure 14 (page 68) analyzed results which revealed 
that the highest ranked stressor was dealing with 
unsatisfactory performance of professional staff with a 
mean score of 5.39 percent. Ranked second was assaults, 
threats, or verbal abuse of you or your staff, with a 
mean score of 5.24 percent. These two stressor events 
were ranked high as causes of distress for Nevada school 
principals.
Dealing with the unsatisfactory performance of 
professional staff usually involved a teacher conflict. 
Principals were distressed with the requirements of dealing 
with this situation. Much has been said in recent years 
regarding the importance of instructional leadership. The 
pressure created by this expectation was shown here by the 
principals' expression of how stressful this event was. 
Dealing with an employee who was unsatisfactory required 
a principal to speak negatively face-to-face with that 
employee. A principal's judgment about a teacher's perform­
ance could result in the termination of that employee.
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That judgment can be challenged and, therefore, create 
morale, stress, and tension problems within the school.
Figure 14
Means, Standard Deviations, and Rank Ordering 




Dealing with unsatisfactory performance 1 5.39 1.39
of professional staff
Assaults, threats, or verbal abuse 2 5.24 2.09
of you and your staff
Parental complaint ccnoeming poor 3 4.41 1.51
teacher performance
last week of school 4 4.26 1.70
Teacher performance evaluations 5 4.24 1.57
Disagreement with superior 6 4.06 1.92
Time consuming paperwork 7 3.98 1.63
First week of school 8 3.98 1.71
Meeting with rebellious student 9 3.76 1.55
Wbrking with problems of under­ 10 3.35 1.21
achieving student
Talking to parents regarding their 11 3.07 1.50
child's problems
Maintaining school records. 12 2.87 1.45
managing budget
Inplementing curriculum and/or 13 2.83 1.49
policies for the handic^p^
Dealing with custodial, non­ 14 2.54 1.40
teaching staff
Assaults, threats and verbal abuse of you or your 
staff was ranked second by Nevada school principals. This 
would seem reasonable considering any kind of threat made 
to the physical security of an individual would create 
stress. Most people, including principals, live in suspense 
of the unknown. Being threatened with physical harm or 
verbal abuse can bring out an individual's greatest fears.
Three other events, parental complaint concerning
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poor teacher performance, last week of school, and teacher 
performance evaluations, all created stress but not to the 
degree that the first two ranked stressors did. These 
three stressor events created a mean score between 4.24 
percent and 4.41 percent.
A parent complaint concerning poor teacher 
performance often creates distress. This stressor event 
places the principal in the middle of a potential conflict 
which one must moderate. It can result in a conflicting 
role developing between the principal, the teacher, and/or 
the parents.
The first three highly-ranked stressors had the 
common factors of conflict or the potential conflict 
between people. Each of these stressor events suggested 
that a problem existed and that the principal viewed the 
problem differently than the teacher or parent involved. 
Therefore, it is concluded that conflict management, 
according to the results, created the greatest stress for 
Nevada school principals.
Stressor number four was the last week of school. 
This stressor event required a great deal of planning and 
organization on the part of school principals. Successful 
planning can result in fewer problems during that last week 
of school. However, if that planning is unsuccessful, 
problems result in a disasterous week. This final week is 
filled with many activities and an air of excitement, both 
of which can create an atmosphere of potential problems
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and, therefore, distress.
The number five stressor was teacher performance 
evaluations with a mean score of 4.24 percent. It is 
suggested that the distress created by this stressor event 
arises from the expectation that a principal should help 
improve the classroom teacher's performance.
A moderate amount of distress was created by the 
stressor events of disagreement with superior, time 
consuming paperwork, and the first week of school. Each 
created a mean score of 4.06 percent, 3.98 percent, and 
3.98 percent respectively.
The remainder of the stressors were tasks that are 
expected of each principal to perform. A typical school 
principal's job description would list each of the stressor 
events ranked nine through fourteen. Principals are 
expected to perform the tasks of working with problems of 
underachieving students, maintaining school records and 
budget, and implementing curriculum policies.
Principals also rated their dealings with the 
non-teaching staff as virtually non-stressful. This is in 
direct contrast with the high rating given to the stressor 
of dealing with unsatisfactory performance of professional 
staff.
Type of School Versus Stress
Figure 15 points out that dealing with unsat­
isfactory performance of professional staff was the number
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one ranked stressor for all school principals regardless 
of level, elementary, middle school, or high school. 
Assaults, threats, verbal abuse of you: or your staff were 
viewed as the second ranked stressor by the elementary 
school, high school, and combined K-12 school principals, 
while the middle school and junior/senior high school 
principals ranked this event as fourth and third, 
respectively. These principals ranked the first week of 
school as their second most stressful event.
Figure 16
Average Means and Rank Ordering of Stressor 
Scores for Each Type of School
Type of School Number Rank Average Mean
Elementary 91 5 3.54
Middle School 27 4 3.58
High School 22 3 3.80
Jr/Sr High 12 2 4.05
K-12 School 12 1 4.16
Average ffean 164 3.66
The Figure above provided comparisons of the 
average mean stressor scores for the various types of 
schools. As one would expect, the high schools are 
perceived as more stressful than middle schools and 
elementary schools. However, it was surprising to see 
that the combined K-12 school principalships and the 
junior/senior high school principalships were more 
stressful than the separated schools. Perhaps this is 
due to the pressures that accompany being a principal in
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a small community where these combined schools exist.
Male/Female Stressor Ratings
A comparison of mean scores of male school 
administrators with female school administrators can be 
seen in Figure 17. This Figure showed that males viewed 
twelve of the fourteen stressor events as more stressful 
than their female counterparts. Female administrators in 
Nevada viewed teacher performance evaluations, and 
maintaining school records and managing budget as more 
stressful than male administrators with mean scores of 
4.22 percent and 2.84 percent respectively.
Both male and female administrators ranked dealing 
with the unsatisfactory performance of professional staff 
as the stressor creating the most distress. However, men 
found this event to be more stressful than women with a 
mean score of 5.45 percent as compared to a mean score of 
5.04 percent for women administrators.
Both men and women administrators viewed assaults, 
threats, or verbal abuse of you or your staff as the 
number two ranked stressor. Again, men viewed this event 
with more stress than did women. Male administrators 
provided a mean score of 4.72 percent as compared to a 
mean score of 4.65 percent for female administrators.
The number three ranked stressor for male 
administrators was parental complaint concerning poor 
teacher performance. However, female administrators ranked
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Male Female
Stressors Rank Mean S.D. Rank Mean S.D.
Dealing with unsatisfactory 
performance of professional 
staff 1 5.45 1.29 1 5.04 1.89
Assaults, threats, or verbal 
abuse of you and your staff 2 4:72 2.09 2 4.65 2.14
Parental complaint concerning 
poor teacher performance 3 4.43 1.44 4 4.26 1.94
Last week of school 4 4.29 1.75 5 4.00 1.48
Teacher performance evalu­
ations 5 4.22 1.56 3 4.39 1.75
Disagreement with superior 6 4.12 1.89 6 3.78 2.13
Time consuming paperwork 7 4.04 1.60 8 3.65 1.75
First week of school 8 4-02 1.74 9 3.61 1.50
Meeting with rebellious 
student 9 3.77 1.57 7 3.70 1.52
Working with problems of 
underachieving student 10 3.37 1.20 10 3.35 1.27
Talking to parents regarding 
their child's problems 11 3.17 1.53 13 2.52 1.27
Implementing curriculum and/ 
or policies for the 
handicapped 12 2.85 1.43 12 2.74 1.84
Maintaining school records, 
managing budget 13 2.84 1.39 11 3.02 1.80
Dealing with custodial, 
non-teaching staff 14 2.58 1.35 1 14 2.35 1.72
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this stressor as fourth. Female administrators ranked 
teacher performance evaluations as third ranked stressor 
event.
The Figure below examines the average mean scores 
for male and female administrators. Men evidentally view 
these events, and the tasks that they must perform as an 
administrator, as more stressful than do their female 
counterparts. The average mean score for male 
administrators was 3.84 percent while the women's average 
mean score was 3.64 percent. It is noted that there were 
twenty-three women who responded to this survey as compared 
to 139 men principals.
Figure 18
Average Mean Scores for Stress Ratings on Administrative 







Average tfean 3.84 3.64
139 . 23
Size of School and Stressor Ratings
The Survey results provided responses from sixty- 
seven principals of schools with a student population of 
less than 500; seventy-three principals with a student 
population of 501 to 1,000 students; thirteen principals 
responded from schools with a population of between 1,001 
to 1,500, and four each from large schools of 1,501 to
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2,000, and 2,001 and larger, respectively. (Figure 19)
Fewer principals responded from large schools due 
to the fact that there are not as many schools of that 
size that exist in this State. Also, the limited number 
of responses limits the reliability of the results for 
these schools. However, an appropriate comparison can 
be made for schools of less than 1,500 students.
Principals of schools with fewer than 1,000 
students viewed dealing with unsatisfactory performance of 
professional staff as the highest ranked stressor event. 
Principals of small schools (less than 500 students) 
showed an average mean score of 5.43 percent while 
principals of schools with a population of between 501 and 
1,000 gave it a higher mean average score of 5.55 percent. 
The four principals of schools with a student population 
of 1,501 and 2,000 also ranked this event as their highest 
rated stressor event with a score of 4.75 percent.
Principals of schools with a student population 
of 1,000 to 1,500 ranked assaults, threats, or verbal 
abuse of you or your staff as their highest rated stressor 
event with a mean score of 5.23 percent. These same 
principals ranked dealing with the unsatisfactory 
performance of professional staff as the second ranked 
stressor with a mean score of. 5.38 percent. Principals 
of the largest schools in Nevada, larger than 2,001, 
also ranked assault, threats, and verbal abuse of you or 
your staff as their most stressful event.
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School principals of three smaller school sizes - 
under 500, 501 to 1,000, and 1,001 to 1,500 - all viewed 
implementing curriculum and/or policies for the handicapped, 
maintaining school records, managing budget, and dealing 
with custodial, non-teaching staff as the least stressful 
events of the fourteen stressor events rated.
Figure 20
Average Mean Scores and Rank Ordering for Stress Ratings 







Under 500 67 2 3.84
501-1,000 73 1 3.86
1,001-1,500 13 3 3.59
1,501-2,000 • 4 5 2.89
2,001-uç 4 4 3.46
The Figure above indicated that principals of 
smaller schools felt the stress of their jobs more so than 
principals of larger schools. Perhaps this is due to the 
fact that larger schools have vice principals, counselors, 
deans, and other support personnel to deal with a majority 
of the problems identified as stressor events in this 
study.
A majority of the elementary schools in the State 
of Nevada have fewer than 500 students. The buffer zone 
in this size school between the principal and the problems 
that create stress is certainly smaller than in larger 
schools, thereby creating a more stressful environment.
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In the small rural communities where relatively small 
schools exist the school principal is not only the 
educational leader but is also known by most residents of 
the community, and, therefore, shielded very little from 
the pressures associated with the assignment.
Age Relationship with Stressor Events
Figure 21 showed the relationship between the age 
of Nevada school principals and their stressor rankings.
Two Nevada principals reported their ages as below thirty, 
and one principal showed an age of above sixty-five. The 
mean rankings are not included in this Figure due to the 
small number of principals in those two categories.
Regardless of age, Nevada school principals ranked 
dealing with unsatisfactory performance of professional 
staff, and assualts, threats, or verbal abuse of you and 
your staff as the most stressful events. Principals in 
the age brackets of thirty-one to forty and forty-one to 
fifty both ranked the top six stressor events in the same 
order. Principals fifty-one years old and older ranked 
the last week of school as their third stressor event 
while their younger counterparts viewed parent complaint 
concerning poor teacher performance as their third ranked 
stressor event.
A comparison of the average mean scores of the 
various age groups showed very, little variation between 
the groups. The age group forty-one to fifty provided the
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Figure 21
Means and Rank Ordering for Stress Ratings 
on Administrative Events 
by Age of Administrators
'Number of Administrators 38 73 48
Age of Administrator 30-40 41-50 51-65
Stressor Event Rank Mean Rank îfean Rank Ifean
Dealing with unsatisfactory 
performance of professional 
staff 1 5.82 1 5.23 1 5.25
Assaults, threats, or .verbal 
abuse of you and your staff 2 5.05 2 4.58 2 4.73
Parental ccnplaint con- : 
ceming poor teacher per­
formance 3 4.61 3 4.36 4 4.25
Teacher performance 
evaluations 4 4.39 4 4.21 4 4.25
Last week of school 5 4.32 5 4.15 3 4.31
Disagreanent with siçerior 6 4.16 6 4.10 7 3.92
Meeting witdi rebellious 
student 7 4.02 9 . 3.61 9 3.70
First week of school 8 3.94 6 4.10 8 3.81
Time consuming paperwork 9 3.61 8 3.97 4 4.25
Working witdi problems of 
underachieving student 10 3.45 10 3.36 10 3.31
Talking to parents regarding 
their child's problems 11 3.26 11 2.90 11 3.17
Maintaining school records, 
managing budget 12 2.95 11 2.90 13 2.75
Dealing with custodial, non­
teaching staff 13 2.76 14 2.41 14 2.60
Inplemen-ting curriculum and/ 
or policies for -the handi­
capped 14 2.71 13 2.85 12 2.98
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lowest average mean score. The youngest group provided 
the highest average mean score of 3.93 percent as compared 
to the other age groups. This would appear reasonable 
since the younger the administrator, the fewer experiences 
they would have had in dealing with the various stressor 
events.
Figure 22
Average Mean Scores and Rank Ordering for Stress Ratings 
oh Administrative Events by Age of Administrator
AGE
NUMBER
PRINCIPAIS PERCENTAŒ RANK . MEAN
laider 30 2 1.2 mmmm —
31-40 38 23.5 1 3.93
41-50 73 45.1 3 3.77
51-65 48 29.6 2 3.81
65-older 1 00.6 — —
Summary of Demographics Versus Stressor Ratings
Figure 23 summarizes the comparisons of the mean 
scores for the various demographic characteristics of 
Nevada school principals and the stressor ratings.
The age of the school administrator provided the 
highest average mean score of 3.82 percent followed by the 
size of the school with a mean score of 3.80 percent.
Leadership Style 
The Questionnaire also provided information 
concerning the dominant leadership styles of principals in 
the State of Nevada. The dominant and supportive leadership 
styles were determined using the Leader Adaptability Style
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Figure 23
Summary of Demographic Characteristics and 
Average Mean Stressor Score Ratings
TXPE MEAN RANK
Elementary 91 3.54 5
Middle 27 3.58 4
High 22 3.80 3
Jr/Sr 12 4.05 2
K-12 12 4.16 1
3.66
GENDER
Male 13^ 3.63 1




31-40 38 3.93 1
41-50 73 3.77 3




Under 500 67 3.84 2
501-1,000 73 3.86 1
1,001-1,500 13 3.59 3
1,501-2,000 4 2.89 5
2,001-1̂ 5 4 3.46 4
3.80
Inventory. (Figure 23, p. 81)
The Questionnaire results indicated that a majority 
of Nevada school principals were of the leadership style 
known as Quadrant II. Quadrant II consists of a behavior 
style showing a tendency toward High Task and High 
Relationship orientation. Twelve situations were presented 
to the questionnaire recipients. Of these twelve situations, 
a majority of the principals who responded selected 
Quadrant II or the High Task/High Relationship approach to
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solving the situation in five of the cases presented. 
Therefore, the dominant leadership style of Nevada 
principals, according to the LASI questionnaire used in 
this study, was one of High Task and High Relationship.
Figure 24
Number and Percent of Administrators and Situations 
Chosen on the Leader Adaptability Style Inventory
1 illIII j lm uiiH
b |S
III i |
Number Nijmber Number Number
Responses % Responses % Responses % Responses %
1 15 9.1 26 15.9 122 74.4 1 0.6
2 2 1.2 51 31.1 100 61 10 6.1
3 11 6.7 92 56.1 57 34.8 3 1.8
4 3 1.8 105 64 51 31.1 4 2.4
5 79 48.2 78 47.6 6 3.7 1 0.6
6 81 49.4 79 48.2 1 0.6 3 1.8
7 17 10.4 108 65.9 39 23.8 0 0
8 19 11.6 78 47.6 19 11.6 46 28
9 103 62.8 53 32.3 6 3.7 2 1.2
10 44 26.8 104 63.4 16 9.8 0 0
11 6 3.7 38 23.2 108 65.9 12 7.3
12 29 17.7 49 29.9 51 31.1 33 20.1
The supportive leadership style of Nevada principals 
as determined by the study was the High Relationship and 
Low Task style of Quadrant III. In four of the twelve 
situations the responding principals chose this approach 
in dealing with the situation presented in the LASI 
questionnaire. The principals selected the High 
Relationship/Low Task approach in dealing with situations 
one, two, eleven, and twelve.
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The Quadrant I approach was selected as the method 
of responding to the circumstances presented in situations 
five, six, and nine. Quadrant I is described as a High 
Task/Low Relationship approach.
Although selected principals chose a Low 
Relationship and Low Task approach in dealing with some of 
the situations presented, as a group this approach was 
not selected as an appropriate response to any of the 
situations.
Figure 25
Dominant and Supportive Leadership Styles of Nevada 



















Figure 25 also indicated that Quadrant IV (Low 
Relationship/Low Task) was an unpopular choice of most
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principals. In eight of the twelve situations fewer than 
four of 164 principals who responded selected this approach 
to the circumstances presented. In fact, in two situations, 
none of the principals who responded chose an approach that 
would exhibit characteristics involving a Low Relationship/ 
Low Task approach.
Figure 25 revealed that Quadrant II was the dominant 
management style in five situations, as well as the 
supportive style in the remaining seven situations. This 
Figure also indicated that Nevada school principals were 
conscious of the tasks that must be accomplished. However, 
it appears that they did not overlook their responsibilities 
toward meeting the needs of their employees.
The High Relationship approach to leadership 
followed through and appeared as a supportive style used 
by a majority of Nevada principals. In fact, in four of 
the twelve situations, a High Relationship/Low Task approach 
was selected in dealing with the various situations 
proposed. This same approach was used as supportive style 
in three additional situations.
Individual Administrative Styles
Examination of the results from an individual 
administrative perspective revealed some additional 
information. Figure 26 showed that 112 of the 164 
principals surveyed used a High Task/High Relationship 
style of leadership. It is interesting to note that none
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of the administrators surveyed showed a dominant leadership 
style of Low Task/Low Relationship. Individually, the 
supportive style most used by the principals in the Survey 
was Quadrant III - High Relationship/Low Task.
Figure 26
Number of Principals, Dominant and Supportive 
Styles as Determined by the Leader 
Adaptability Style Inventory
QUADRANTS I II III IV
Dominant 4 112 30 0
Supportive 32 35 61 3
Leadership Style and Demographics
A Chi-Square statistical test was completed to 
determine the relationship between each situation from the 
Leader Adaptability Style Questionnaire and the demographic 
characteristics of the respondents. Figure 27 shows the 
Chi-Square statistics and the probability level of their 
relationship.
This Figure revealed only six significant 
relationships between the situations asked from the Leader 
Adaptability Style Inventory Questionnaire and the 
respondent's demographics. Two of the significant 
relationships can be found with situation two, two with 
situation nine, and one each for situations four and 
eleven.
Situation two described the following circumstances : 
"The observable performance of your group is increasing.
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You have been making sure that all members were aware of 
their roles and standards." Our results, using a Chi- 
Square statistical test, indicated a significant correlation 
to both race (p=0.01) and size (p=0.005) with the second 
situation listed in Figure 27.
A significant correlation was also found to exist 
between the situation described in situation nine and 
marital status and age. Situation nine described the 
following situation:
Your superior has appointed you to head a task 
force that is far overdue in making requested 
recommendations for change. The group is not 
clear on its goals. Attendance at sessions has 
been poor. Their meetings have turned into 
social gatherings. Potentially they have the 
talent necessary to help. (13, 1969, pp. 185-191)
The Chi-Square statistical test showed a significant 
probability of 0.02 percent for marital status and a 
0.0007 percent for age with the situation described in 
nine.
A probability level of 0.02 percent was found to 
exist between age of the questionnaire respondents and the 
answers selected for situation four. Situation four 
described the following circumstances: "You are considering
a major change. Your subordinates have a fine record of 
accomplishment. They respect the need for change." (13, 
1969, pp. 185-191)
The size of the school was also found to have a 
significant relationship with situation eleven. The 
probability level was found to be 0.004 percent for this
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relationship. Situation eleven states:
You have been promoted to a new position. The 
previous supervisor was uninvolved in the affairs 
of the group. The group has adequately handled 
its tasks and direction- Group inter-relations 
are good. (13, 1969, pp. 185-191)
Hypotheses Research Statistics
All four of the null hypotheses were accepted as 
per the findings of this study. This study of Nevada 
school principals found no significant relationship 
between the dominant management styles determined by the 
Leader Adaptability Inventory Questionnaire and selected 
stressors from the Administrative Events Stress Inventory.
The findings of this study support the null 
hypotheses that an administrator's leadership style does 
not affect the degree to which a principal rates various 
stressor events.
Results - Null Hypothesis #1
Hypothesis #1 - There will be no significant 
difference between the dominant management style of 
Quadrant I (High Task and Low Relationship) and selected 
job stressor events of the Administrative Events Stress 
Inventory of principals.
As shown in Figure 28 the null hypothesis was 
accepted. There was no significant correlation between a 
High Task/Low Relationship style of leadership and selected 
stressor events. The score for style one does not predict 
how one will respond to selected stressor events.
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Figure 28
Pearson Product-Moment Correlation and Probability 
Statistics of Quadrant I (High Task/Low 
Relationship) Leadership Style 
and Selected Stressor Ratings
r PHypothesis #1 -.0893 0.128
The Pearson Product-Moment Correlation statistic 
was determined to be -0.0893 percent. The direction of 
the relationship was shown to be a negative relationship. 
(This suggests that principals with a dominant management 
style determined to be that of Quadrant I (High Task/Low 
Relationship) would not affect their ratings of the various 
stressor events.) Since the relationship was negative, the 
Quadrant I style had an opposing effect upon the stress 
ratings by the Quadrant I style Nevada administrator.
Results - Null Hypothesis #2
Hypothesis #2 - There will be no significant 
difference between the dominant management style of 
Quadrant II (High Relationship and High Task) and selected 
job stressor events of the Administrative Events Stress 
Inventory of principals.
This null hypothesis was accepted. There was no 
significant correlation between a High Relationship/High 
Task style of leadership and selected stressor events. 
Figure 29 showed the probability for this correlation to 
be 0.134-percent.
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Figure 29
Pearson Product-Moment Correlation and Probability 
Statistics of Quadrant II (High Relationship/ 




The results of the second hypothesis revealed 
similar results to the first hypothesis. The Pearson r 
was a -.0871 percent with a probability of 0.134 percent, 
and the correlation was determined to be negative. The 
relationship between a Quadrant II type of leadership 
style (High Task/High Relationship) and a principal's 
rating of various stressor events lacked correlation. The 
findings provided a statistic which suggested a negative 
relationship existed between this leadership style and the 
various stressor events.
Results - Null Hypothesis #3
Hypothesis #3 - There will be no significant 
difference between the dominant management style of 
Quadrant III '(High Relationship and Low Task) and selected 
job stressor events of the Administrative Events Stress 
Inventory of principals.
This null hypothesis was also accepted. There was 
no significant correlation between a High Relationship/ 
Low Task style of leadership and selected stressor events. 
However, it was in the direction hypothesized. The
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probability was 0.06 percent which indicated that the 
results were not significant. The score for Quadrant III 
does not predict how one will respond to selected stressor 
events.
Figure 30
Pearson Product-Moment Correlation and Probability 
Statistics of Quadrant III (High Relationship/
Low Task) Leadership Style and 
Selected Stressor Ratings
r PHypothesis #3 +.1219 0.060
The number three hypothesis comparing the 
relationship of a High Relationship/Low Task style of 
leadership with selected stressor ratings provided a 
positive but low Pearson r correlation statistic of 0.1219 
percent.
Results - Null Hypothesis #4
Hypothesis #4 - There will be a significant 
difference between the dominant management style of 
Quadrant IV (Low Relationship/Low Task) and selected job 
stressor events of the Administrative Events Stress 
Inventory of principals.
Again the null hypothesis was accepted. There was 
no significant correlation between a Low Task/Low 
Relationship style of leadership and selected stressor 
events. Figure 31 showed the probability for this 
correlation.
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Figure 31
Pearson Product-Moment Correlation and Probability 
Statistics of Quadrant IV (Low Relationship/
Low Task) Leadership Style and 
Selected Stressor Ratings
r P
Hypothesis #4 +.0720 0.180
The fourth hypothesis provided a positive Pearson r 
correlation statistic of +0.0720 percent. The relationship 
between a Low Task and Low Relationship leadership style 
as determined by the Leader Adaptability Style Inventory 
and selected stressor events was positive but small.
Conclusion
The results of this study indicated the null 
hypotheses were accepted. The statistical results of this 
study, however, showed that the relationship between 
leadership style and stressors was not significant.
Figure 32
Pearson Product-Moment Correlation of 






H i ^  Task/Low Relationship -.0893 .128
High Task/High Relationship -.0871 .134
Low Ta^/High Relationship +.1219 .060
Lew TasK/Lcw Relationship +.0720 .180
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A review of the results in Figure 32 indicated that 
the ingredient of task had a unique relationship to stress.
A High Task style of leadership whether it be 
associated with High or Low Relationship approach resulted 
in a negative Pearson r correlation. A Low Task style of 
leadership in conjunction with either a High or Low 
relationship resulted in a positive Pearson correlation 
statistic.
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CHAPTER IV
CONCLUSION
This Chapter contained a review of the findings 
concerning the relationship between leadership style and 
stress. It was organized under the following headings : 
Statement of the Problem, Questions to be Answered, 
Limitations of the Study, Methods and Procedures, Data 
Analysis, Findings, Conclusions, and Recommendations.
Statement of the Problem
Stress has become of increasing interest to public 
school administrators in recent years. In fact, we know 
that:
...a productive life needs appropriate levels of 
dissatisfaction, stress, or tension to get us to 
get the job done, but stress should not be so intense 
that it endangers or impairs our mental or physical 
health.
Surplus stress burdens teachers and administrators 
with fatigue, headaches,.indigestion, and a host of 
other ailments. Educators under the tensions 
generated by the demands of today's classrooms and 
schools find it difficult to accomplish tasks in a 
way that meets their own personal standards. (23,
1979, p. 7)
Management style studies permeate the literature 
of educational leadership. Much has been written concerning 
the tasks to be done, and relationships with other people.
95
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Research has shown that administrators sometimes emphasize 
one or sometimes emphasize the other. The amount of 
emphasis placed on task and/or relationship is known as 
an administrator's style of leadership.
The question investigated in this study concerned 
what relationship exists between an administrator's style 
and the amount of stressors that are felt in the role of 
a public school principal.
Question to be Answered
What relationship exists between each of the Hersey- 
Blanchard Management Styles, Quadrants I, II, III, and IV 
as determined by the Leader Adaptability Style Inventory 
and exhibited by the elementary and secondary school 
administrators in the State of Nevada and various job 
stressor events selected from the Administrative Event 
Stress Inventory?
Limitations of the Study
This research was limited to the responses provided 
by Nevada elementary and secondary public school principals 
during the Spring of 1983.
Methods and Procedures
The combined Admini strative Events Stress Inventory 
and Leader Adaptability Style Inventory Questionnaire was 
mailed to 231 Nevada school principals.
Each administrator also completed the demographics
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section of the questionnaire.
The questionnaire was mailed February 15, 1983.
The respondents were asked to return them by April 1, 1983.
Data Analysis
The results were tabulated by computer. A Pearson 
Product-Moment Correlation Coefficient statistical design 
was used to measure the relationship between the two 
variables.
Findings
The data collected from the combined Stress 
Inventory and Style Inventory Questionnaire produced the 
following findings.
Stress and Demographics
1) Nevada principals chose unsatisfactory 
performance of professional staff as their highest ranked 
stressor regardless of their level of assignment.
2) The second ranked stressor was assaults, threats, 
or verbal abuse of you or your staff.
3) High school principals rated the stressor events 
as more stressful than elementary and junior high school 
principals. However, the combined K-12 principals and 
junior/senior high school principals rated the stressor 
events as more stressful than the other type of schools.
4) Male administrators viewed twelve of the 
fourteen stressor events as more stressful than the female
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administrators.
5) Female administrators in Nevada viewed teacher 
performance evaluations and maintaining school records as 
more stressful than their male counteirparts.
6) The results of the survey revealed that the 
principals from smaller schools felt the stress of their 
jobs more so than principals of larger schools.
Leadership Style
7) The questionnaire results indicated that a 
majority of Nevada school principals were of the leadership 
style known as Quadrant II. Quadrant II consists of a 
behavior style showing a tendency toward High Task and High 
Relationship orientation.
8) The supportive leadership style of Nevada 
principals as determined by the study was the High 
Relationship and Low Task style of Quadrant III.
9) Although selected principals chose a Low Task 
Relationship and a Low Task approach in dealing with some 
of the situations presented, as a group, this approach was 
not selected as an appropriate response to any of the 
situations presented.
10) The Leader Adaptabi1ity Style Inventory 
presented twelve situations and provided four style 
approaches to choose from to deal with each situation. 
Nevada principals chose Quadrant II (High Task/High 
Relationship) as their dominant management style in five
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of the twelve situations. The High Task/High Relationship 
style of leadership was also selected as the supportive 
style in the remaining seven situations.
11) The High Task/High Relationship style of 
leadership was selected as the dominant leadership style 
by 112 of the 164 principals surveyed.
12) The Low Task/Low Relationship style of 
leadership was not selected as a dominant leadership style 
by any of the Nevada principals surveyed.
Hypotheses Results
Hypothesis #1 - There will be no significant 
difference between the dominant management style of 
Quadrant I (High Task and Low Relationship) and selected 
job stressor events of the Administrative Events Stress 
Inventory of principals at the 0.05 percent probability 
level.
The null hypothesis was accepted. There was no 
significant correlation between a High Task/Low Relationship 
style of leadership and selected stressor events.
The Pearson Product-Moment Correlation Coefficient 
statistic was -0.0893. This negative correlation revealed 
that principals with a dominant management style determined 
to be that of Quadrant I (High Task and Low Relationship) 
would not affect their ratings of the various stressor 
events. A negative relationship indicated the Quadrant I 
style had an opposing effect upon the stress ratings by
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the Quadrant I style Nevada administrator.
Hypothesis #2 - There will be no significant 
difference between the dominant management style of 
Quadrant II (High Relationship and High Task) and selected 
job stressor events of the Administrative Events Stress 
Inventory of principals at the 0.05 probability level.
This null hypothesis was accepted. There was no 
significant correlation between a High Relationship/High 
Task style of leadership and selected stressor events.
The Pearson r was a -.0871. The relationship 
between a Quadrant II type of leadership style (High Task/ 
High Relationship) and a principal's rating of various 
stressor events lacked correlation. A negative relationship 
existed between a Quadrant II (High Task/High Relationship) 
leadership style and the various stressor events.
Hypothesis #3 - There will be no significant 
difference between the dominant management style of 
Quadrant III (High Relationship and Low Task) and selected 
job stressor events of the Administrative Events Stress 
Inventory of principals.
The null hypothesis was accepted. There was no 
significant correlation between a High Relationship/Low 
Task style of leadership and selected stressor events.
The number three hypothesis comparing the 
relationship of High Relationship/Low Task style of 
leadership with selected stressor ratings provided a 
positive but low Pearson r correlation statistic of 0.1219.
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Hypothesis #4 - There will be no significant 
difference between the dominant management style of 
Quadrant IV (Low Relationship and Low Task) and selected 
job stressor events of the Administrative Events Stress 
Inventory.
Again the null hypothesis was accepted. A 
significant correlation was not found between a Low Task 
and Low Relationship style of leadership and selected 
job stressor events. This hypothesis, however, provided 
a positive Pearson r correlation statistic of +0.072 
percent.
Conclusions
1) A majority of Nevada principals viewed their 
leadership style as one consisting of High Task and High 
Relationship orientation as determined by the Leader 
Adaptability Style Inventory. Administrators in the State 
of Nevada realized the tasks that accompanied their role 
but also understood that a proper relationship was necessary 
to accomplish those tasks.
2) The supportive leadership style exhibited by 
Nevada public school administrators consisted of a High 
Relationship and Low Task orientation. This suggested 
that principals viewed the relationship orientation as 
more important than the task orientation.
3) All four null hypotheses were accepted. There 
was no significant relationship between the four Hersey-
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Blanchard leadership style of Quadrants I, II, III, or IV, 
as determined by the Leader Adaptability Style Inventory 
and selected job stressor events from the Administrative 
Events Stress Inventory.
4) The Pearson Product-Moment Correlation 
Coefficient statistic for each of the four hypotheses are 
listed below.
Figure 32
Pearson Product-Moment Correlation of 






High Task/Lew Relationship -.0893 .128
High Task/High Relationship -.0871 .134
Low Task/High Relationship +.1219 .060
Low Task/Low Relationship +.0720 .180
A negative relationship was found to exist for the 
two leadership styles which involved High Task orientation. 
Since the relationship was negative, a principal with a 
dominant leadership style involving a High Task orientation 
would have an opposing affect upon the stress ratings by 
this style of leadership.
5) A positive Pearson Product-Moment Correlation 
Coefficient statistic was found to exist for the two 
leadership styles involving Low Task orientation.
Recommendations 
As a result of this study, the following recom­
mendations were offered.
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1) In view of the high ranking of the stressor 
event, unsatisfactory performance of professional staff by 
Nevada principals, universities and district office 
personnel are encouraged to provide training in dealing 
with this delicate area.
2) The three highest ranked stressor events all 
had common factors of conflict or the potential for 
conflict between people. Perhaps principals could use 
training in conflict resolution so they would feel better 
able to cope with these events.
3) Further research be implemented to study possible 
correlations that may exist between stress and an 
administrator's leadership style. This research could use 
other instruments that determine an administrator's style 
and the stressor events with which administrator's must 
deal.
4) Further investigation in the area of task 
orientation and its relationship to stress of an 
administrator.
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APPENDIX A
ADMINISTRATIVE EVENTS STRESS INVENTORY
M E A N S ,  S T A N D A R D  D E V I A T I O N S ,  A N D  R A N K  O R D E R I N G  
F OR S T R E S S  R A T I N G S  ON A D M I N I S T R A T I V E  E V E N T S
110
IterriNo. Event M e a n S.D. R ank
===== sasasssas sBsasaaBsss
45 Forcing the resignation or dis­
missal of a teacher
687 281 1
32 Dealing with unsatisfactory 
performance of professional 
staff .
630 230 2
9 Involuntary transfer to 
another principalship
608 365 3 .
6 Preparing for a teachers’ 
strike
574 362 4
38 Refusal of teacher to follow 
policies
572 259 5
41 Criticism in the press 563 307 6
36 Last week of school year 554 216 7
40 Forced staff reduction 550 304 8
35 Legal action against your 
school
536 334 9
3 Assault upon a staff member 533 367 10
2 Reorganization of educational 
program
518 244 11
23 Disagreement with superior(s) 513 273 12
17 Verbal abuse from students or 
parents
505 277 13
44 Serious vandalism to the 
building
502 272 14
1 The first week of the school 
year
500 15
18 Preparing and holding teacher 
performance evaluations
500 223 16
37 Parental complaint about poor 
teaching performance
499 212 17
28 Conflict among staff members 498 243 18
20 Dealing with teacher griev­
ances
493 270 19
48 Student expulsion hearing 488 278 20
46 Meeting with rebellious 
students
484 266 21
26 Denial of personal promotion 
or advancement
484 323 22
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Item N o . Event Mean S.D; Rank
13 Threatened with personal injury 468 350 23
15 Maintaining self control when 457 264 24
25
angry
Maintaining school records 448 256 25
39 Board of Education decision to 441 341 26
7
close a school 
Overcrowded schools 435 286 27
21 Working with problems of under­ 416 216 28
19
achieving students 
Lack of books and supplies for 404 267 29
22
students 
Implementing of policies for 403 234 30
42
the handicapped 
Making a presentation to the 396 244 31
14
Board of Education 
Working with community racial 389 309 32
24
issues
Meeting with teachers about 380 203 33
43
student discipline 
Fight among students on campus 377 235 34
27 Resolving social problems among 374 208 35
20
students 
Facilities for teachers are 372 256 36
6
not clean 
Performance evaluation confer­ 372 239 37
47
ence with superior 
Dealing with pupil enrollment 367 244 38
11
- decline
Implementing Board of Education 365 215 39
34
curriculum policies 
Managing school budget 359 227 40
33 Selecting new staff member (s) 358 214 41
31 ' Lunchroom supervision 353 243 42
4 Voluntary transfer 346 278 43
10 Talking to parents about their 343 200 44
30
child’s problem 
Working with school district 337 239 45
12
central administration 
Dealing with custodial/non­ 304 198 46
16
teaching staff 
Administrative programs for 287 246 47
5
students whose primary 
language is not English 
Inservice meetings for 229 186 48
administrators
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APPENDIX B 
LEADER ADAPTABILITY STYLE INVENTORY
SITUATION
Your subordinates are not 
responding lately in your 
conversation and obvious 
1 concern for their welfare. 
Their performance is in a 
tailspin.
ALTERNATIVE ACTIONS
A Emphasize the use of uniform 
procedures and the necessity 
for task accomplishment.
B Make yourself available for dis­
cussion but don't push.
C Talk with subordinates and then 
set goals.
D Intentionally do not intervene.
SITUATION
The observable performance 
of your group is increasing. 
You have been making sure 
that all members are aware 
2 of their roles and stanards.
ALTERNATIVE ACTIONS
A Engage in friendly interaction, 
but continue to make sure that 
all members were aware of their 
roles and standards.
B Take no definite action.
C Do what you can to make the group 
feel important and involved.
D Emphasize the importance of 
deadlines.
SITUATION
Members of your group are 
unable, to solve a problem 
themselves. You have 
3 normally left them alone. 




A Involve the group and together 
engage in problem-solving.
B Let the group work it out.
C Act quickly and firmly to 
correct and redirect.
D Encourage group to work on
problem and to be available for 
discussion.
SITUATION
You are considering a major 
change. Your subordinates 
have a fine record of accom- 
plishment. They respect the 
need for change.
ALTERNATIVE ACTIONS
A Allow group involvement in devel­
oping the change, but don't push.
B Announce changes and then imple­
ment with close supervision.
C Allow group to formulate its own 
direction.
D Incorporate group recommenda­
tions, but you direct the change.
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SITUATION
The performance of your 
group has been dropping 
during the last few months. 
Members have been uncon­
cerned with meeting ob- 
j ectives. Redefining roles 
has helped in the past.
They have continually 
needed reminding to have 
their tasks done on time.
ALTERNATIVE ACTIONS
A Allow group to formulate its own 
direction.
B Incorporate group recommendation, 
but see that objectives are met.
C Redefine goals and supervise 
carefully.
D Allow group involvement in 
setting goals, but don't push.
SITUATION
You stepped into an effi­
ciently run situation. The 
previous administrator ran 
a tight ship. You want to 
maintain a productive 
situation, but would like 
to begin humanizing the 
environment.
ALTERNATIVE ACTIONS
A Do what you can to make group 
feel important and involved.
B Emphasize the importance of 
deadlines and tasks.
C Intentionally do not intervene.
D Get group involved in decision­
making but see that objectives 
are met.
SITUATION
You are considering major 
changes in your organ­
izational structure. 
Members of the group have 
made suggestions about 
needed change. The group 
has demonstrated flexi­
bility in its day-to-day 
operations.
ALTERNATIVE ACTIONS
Define the change and supervise 
carefully.
Acquire group's approval on the 
change and allow members to 
organize the implementation.
Be willing to make changes as 
recommended but maintain control 
of implementation.




Group performance and inter­
personal relations are good. 
You feel somewhat unsure 
about your lack of direction 
of the group.
ALTERNATIVE ACTIONS
A Leave the group alone.
B Discuss the situation with the 
group and then initiate necessary 
changes.
C Take steps to direct subordinates 
toward working in a well-defined 
manner.
D Be careful of hurting boss-sub­
ordinate relations by being too 
directive.
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SITUATION
Your superior has appointed 
you to head a task force 
that is far overdue in 
making requested recom­
mendations for change. The 
group is not clear on its 
goals. Attendance at 
sessions has been poor. 
Their meetings have turned 
into social gathering. 
Potentially they have the 
talent necessary to help.
ALTERNATIVE ACTIONS
A Let the group work it out.
B Incorporate group recommendations 
but see that objectives are met. 
Redefine goals and supervise 
carefully.
D Allow group involvement in 
setting goals, but don't push.
SITUATION
Your subordinates, usually 
able to take responsibility 
are not responding to your 
recent redefining of 
10 standards.
ALTERNATIVE ACTIONS
A Allow group involvement in re­
defining standards but don't 
push.
B Redefine standards and supervise 
carefully.
C Avoid confrontation by not 
applying pressure.
D Incorporate group recommendations 




You have been promoted to 
a new position. The pre­
vious supervisor was unin­
volved in the affairs of 
the group. The group has 
adequately handled its 
tasks and direction. Group 
inter-relations are good.
ALTERNATIVE ACTIONS
Take steps to direct subordinates 
toward working in a well-defined 
manner.
Involve subordinates in decision­
making and reinforce good 
contributions.
Discuss past performance with 
group and then you examine the 
need for new practices.
Continue to leave group alone.
SITUATION
Recent information indicates 
some internal difficulties 
among subordinates. The 
group has a remarkable record 
12 of accomplishment. Members 
have effectively maintained 
long range goals. They have 
worked in harmony for the 
past year. All are well 
qualified for the task._____
ALTERNATIVE ACTIONS
A Try out solution with subordinates 
and examine the need for new 
practices.
B Allow group members to work it 
out themselves.
C Act quickly and formly to correct 
and redirect.
D Make yourself available for dis­
cussion but be careful of hurting 
boss-subordinate relations.
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C.C. Meneley 
Elementary School
D O U G LA S  C O U N T Y  S C H O O L DISTRICT
March 25, 1983
Michael S. Robison, Principal
1446 Muir Dr. 
P.O.Box 157 
Gardnerville, NV 89410 
(702)782-7154
Dear Principal :
Is there a s i g n i f i c a n t  r e l a t i o n s h i p  between the le a d e r s h i p  styles e m p l o y e d  by p r i n c i p a l s  and their r a n k i n g  of o n - t h e -  job stressors? What is y o u r  reaction to this p a r t i c u l a r  area of concern?
There is much ado about e x e c u t i v e  stress these days and ri g h t f u l l y  so. The costs for t r e a t i n g  c a r d i a c  illnesses  and peptic ulcers alone (both highly s t r e s s - r e l a t e d )  have been es t i m a t e d  at $50 billion and involves o v e r  750,000  deaths annually.
As part of my doctoral r e q u i r e m e n t s  at the U n i v e r s i t y  of N e v a d a , Las Vegas, I am a t t e m p t i n g  to d e t e r m i n e  w h a t  relationship(s) exist between m a n a g e m e n t  styles and job stress rankings. It is b e l i e v e d  this can be done t h r o u g h  an analysis of two br i e f  sets of i nstruments r e q u i r i n g  less 
than ten m i nutes of y o u r  time to c o m p l e t e . T h e  study is 1 i mi ted to Nevada principal s. S’s a c o n s e q u e n c e ,  y o u r  response is vital to the a c c u r a t e  sa m p l i n g  of the study.All answer m a t e r i a l s  are anonymous.
A summary of the study will be a v a i lable upon request.
Please return the i n s t r u m e n t  by May 15, 1983, in the self- addressed, s tamped envelope.
Thank you for y o u r  c o n s i d e r a t i o n  and assistance.
Sincerely,
MICHAEL S. ROBISON PrincipalC. C. MENELEY EL E M E N T A R Y  S CHOOL andDoctoral Candidate  U N I V ERSITY OF NEVADA, LAS VEGAS
Approval : ANTHONY SAVILLE Advi sor




The purpose of this study is to examine the rela­
tionship between management style and stress. All 
respondees will remain anonymous. Your input is vital to 
the success of this survey. Please answer all questions 
and return the survey in the enclosed envelope.
* * * * * * * * * * * * * * * * * * * * * * * * * * * * * *
DEMOGRAPHIC DATA 
PART I
Please circle the appropriate number.
1. Type of School
1 Elementary (K-5)
2 Middle (6-8)
































6. Size of School (total
enrollment)

















* * * *




Please rate the events shown below as to their 
relative degree of stress to you as a principal. Rate each 
and every event, whether you have experienced it or not.
In the left-hand column provide a rating which shows the 
extent to which the event is stressful to you.
The rating procedure to be followed is: Event 1,
overcrowded conditions at school, has been given the 
arbitrary value of 4. As you complete each of the remaining 
events, think to yourself, "Is this event indicative of 
more or less stress than overcrowded conditions at school?" 
If you decide the stress is greater than that of over­
crowded conditions at school, then choose a proportionately 
larger number up to 7 and place it in the blank directly 
opposite the event. If you decide the event represents less 
stress than overcrowded conditions at school (4), indicate 
how much less by placing a proportionately smaller number in 
the blank. If the event is equal in stress to overcrowded 
conditions at school, record the number 4 opposite the 
event. Please provide a rating for every event. Your 
ratings may vary from 1 through 7 on each of the 14 
remaining statements.
STRESSFULIQ YOU _ _ _ _ _ _ _ _ _ _  EVENTS_ _ _ _ _ _ _ _ _ _ _ _ _ _ _ _
1. 4 Overcrowded conditions at school.
2 ._______ The first week of school.
3 ._______ Assault, threats or verbal abuse of you or your staff.
4 ._______ Time-consuming paperwork.
5 ._______ Disagreement with superior.
6 ._______ Implementing curriculum policies and/or policies for the
handicapped.
7 ._______ Talking to parents regarding their child's problem.
8 ._______ Teacher performance evaluations.
9 ._______ Maintaining school records - managing budget.
10 .______ Dealing with unsatisfactory performance of professional
staff.
11 .______ Last week of school.
12 .______ Working with problems of the underachieving student.
13 .______ Parental complaint concerning poor teacher performance.
14 .______ Meeting with rebellious students.
15 .______ Dealing with custodial/non-teaching staff.
* * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * * *




In the statements below, assume you are involved in each of 
the following situations- READ each item carefully. THINK about what 
you would do in each circumstance. Then, CIRCLE the letter of the 
alternative action choice which you think would most closely describe 
your behavior in the situation presented. Circle only ONE CHOICE.
SITUATION
Your subordinates are not 
responding lately in your 
conversation and obvious 
1 concern for their welfare. 
Their performance is in a 
tailspin.
ALTERNATIVE ACTIONS
A Emphasize the use of uniform 
procedures and the necessity 
for task accomplishment.
B Make yourself available for dis­
cussion but don't push.
C Talk with subordinates and then 
set goals.
D Intentionally do not intervene.
SITUATION
The observable performance 
of your group is increasing. 
You have been making sure 
that all members are aware 
2 of their roles and stanards.
ALTERNATIVE ACTIONS
A Engage in friendly interaction, 
but continue to make sure that 
all members were aware of their 
roles and standards.
B Take no definite action.
C Do what you can to make the group 
feel important and involved.
D Emphasize the importance of 
deadlines.
SITUATION
Members of your group are 
unable to solve a problem 
themselves. You have 
3 normally left them alone. 




A Involve the group and together 
engage in problem-solving.
B Let the group work it out.
C Act quickly and firmly to 
correct and redirect.
D Encourage group to work on
problem and to be available for 
discussion.
SITUATION
You are considering a major 
change. Your subordinates 
have a fine record of accom- 
t\ plishment. They respect the 
need for change.
ALTERNATIVE ACTIONS
A Allow group involvement in devel­
oping the change, but don't push.
B Announce changes and then imple­
ment with close supervision.
C Allow group to formulate its own 
direction.
D Incorporate group recommenda­
tions, but you direct the change.
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SITUATION
The performance of your 
group has been dropping 
during the last few months. 
Members have been uncon­
cerned with meeting ob­
jectives. Redefining roles 
has helped in the past.
They have continually 
needed reminding to have 
their tasks done on time.
ALTERNATIVE ACTIONS
A Allow group to formulate its own 
direction.
B Incorporate group recommendation, 
but see that objectives cire met.
C Redefine goals and supervise 
carefully.
D Allow group involvement in 
setting goals, but don't push.
SITUATION
You stepped into an effi­
ciently run situation. The 
previous administrator ran 
a tight ship. You want to 
maintain a productive 
situation, but would like 
to begin humanizing the 
environment.
ALTERNATIVE ACTIONS
Do what you can to make group 
feel important and involved. 
Emphasize the importance of 
deadlines and tasks. 
Intentionally do not intervene. 
Get group involved in decision­
making but see that objectives 
are met.
SITUATION
You are considering major 
changes in your organ­
izational structure. 
Members of the group have 
made suggestions about 
needed change. The group 
has demonstrated flexi­
bility in its day-to-day 
operations.
ALTERNATIVE ACTIONS
A Define the change and supervise 
carefully.
B Acquire group's approval on the 
change and allow members to 
organize the implementation.
C Be willing to make changes as 
recommended but maintain control 
of implementation.
D Avoid confrontation; leave 
things alone.
SITUATION
Group performance and inter­
personal relations are good. 
You feel somewhat unsure 
about your lack of direction 
8 of the group.
ALTERNATIVE ACTIONS
A Leave the group alone.
B Discuss the situation with the 
group and then initiate necessary 
changes.
C Take steps to direct subordinates 
toward working in a well-defined 
manner.
D Be careful of hurting boss-sub­
ordinate relations by being too 
directive.
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SITUATION
Your superior has appointed 
you to head a task force 
that is far overdue in 
making requested recom­
mendations for change. The 
group is not clear on its 
goals. Attendance at 
sessions has been poor. 
Their meetings have turned 
into social gathering. 
Potentially they have the 
talent necessary to help.
ALTERNATIVE ACTIONS
A Let the group work it out.
B Incorporate group recommendations 
but see that objectives are met.
C Redefine goals and supervise 
carefully.
D Allow group involvement in 
setting goals, but don't push.
10
SITUATION
Your subordinates, usually 
able to take responsibility 
are not responding to your 
recent redefining of 
standards.
ALTERNATIVE ACTIONS
A Allow group involvement in re­
defining standards but don't 
push.
B Redefine standards and supervise 
carefully.
C Avoid confrontation by not 
a(>p1yin() pressure.
U Incorporate group recommendations 




You have been promoted to 
a new position. The pre­
vious supervisor was unin­
volved in the affairs of 
the group. The group has 
adequately handled its 
tasks and direction. Group 
inter-relations are good.
ALTERNATIVE ACTIONS
A Take steps to direct subordinates 
toward working in a well-defined 
manner.
B Involve subordinates in decision­
making and reinforce good 
contributions.
C Discuss past performance with 
group and then you examine the 
need for new practices.
D Continue to leave group alone.
SITUATION
Recent information indicates 
some internal difficulties 
among subordinates. The 
group has a remarkable record 
1̂ 2 of accomplishment. Members 
have effectively maintained 
long range goals. They have 
worked in harmony for the 
past year. All are well 
qualified for the task._____
ALTERNATIVE ACTIONS
A Try out solution with subordinates 
and examine the need for new 
practices.
B Allow group members to work it 
out themselves.
C Act quickly and formly to correct 
and redirect.
D Make yourself available for dis­
cussion but be careful of hurting 
boss-subordinate relations.
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NE V A D A  S C H O O L  P R I N C I P A L S  STRESS 





Mean STRESSOR MEAN MEDIAN MODE
1 Time-consuming paperwork 5.89 6.30 7
2 First days of school 5 .79 6.24 7
3 Central office personnel 
making judgments about 
the school without having 
sufficient data 5.51 6.17 9
4 Working with incompetent 
teachers and being held 
responsible for their 
actions 5.44 5.96 7
5 Last week of school 5.41 5.84 7
6 Lack of teacher 
professionalism 5.34 5.59 7
7 Conflict with parent (face 
to face) 5.26 5 . 55 6
8 Conflict with a faculty 
member regarding their 
responsibility and/or 
teaching effectiveness 5.20 5.68 7
9 Irate parent phone call 5.18 5.56 7
10 Meeting the guidelines of 
state, district or federal 
programs 5.05 5.20 5
11 Reading negative letters 
or news articles about 
your school 4.99 5 . 22 7
12 Sense of urgency due to 
short deadlines in per­
forming tasks 4.99 5 .04 7
13 Staff reduction 4.97 5.36 1
14 Evaluating teachers in 
the classroom 4.92 4.98 6





Mean STRESSOR MEAN MEDIAN MODE
15 Caught in middle between 
conflicting demands of 
staff and superiors 4.85 5.50 3
16 Caught in the middle between 
teacher and parent 4.69 4.60 4
17 Overcrowded conditions at 
school 4. 68 4.92 5
18 Negative teacher group 
action against you 4.64 4 . 59 1
19 Grievance filed against you 
as an administrator 4.61 4 . 86 1
20 Teacher conference relating 
to the evaluation 4.56 4.48 1
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ITEM N O . EVENT MEAN S.D.
1 11 Involuntarily transferred. 73.05 34.50
2 12 Managing "disruptive" children. 66.13 28.22
3 6 Notification of unsatisfactory 
performance.
62.67 37.60
4 16 Threatened with personal injury. 60.76 36.09
5 7 Overcrowded classroom. 57.52 30.09
6 23 Lack of availability of books 
and supplies.
55.93 30.21
7 3 Colleague assaulted in school. 54.72 33.78
8 2 Reorganization of classes or 
program.
54.03 24.26
9 13 Implementing Board of Education 
Curriculum goals.
52.76 31.39
10 34 Denial of promotion or 
advancement.
52.45 35.12
11 21 Target of verbal abuse by 
student.
51.97 32.17
12 29 Disagreement with supervisor. 50.73 32.09
13 1 The first week of the school 
year.
50.00
14 18 Maintaining self control when 
angry.
48.39 29.78
15 25 Teaching students who are 
"below average" in 
achievement level.
48.20 30.34
16 32 Maintaining student personnel 
and achievement records.
47.34 30.93
17 8 Preparing for a strike. 46.68 30.16
18 15 Supervising student behavior 
outside the classroom.
46.00 29.17
19 9 Change in duties/work 
responsibilities.
44.79 27.25
20 17 Dealing with community racial 
issues.
42.84 31.99
21 31 Seeking principal's inter­
vention in a discipline 
matter.
42.48 30.84
22 36 Disagreement with another 
teacher.
41.58 29.65
23 24 Dealing with staff racial 
issues.
40.25 30.54




25 35 Dealing with student racial 
issues.
39.36 30.53




ITEM NO. EVENT MEAN S.D.
26 26 Lavatory facilities for teachers 
are not clean or comfortable.
38.89 29.92
27 14 Developing and completing, daily 
lesson plans.
38.87 28.58
28 10 Conference with principal/ 
supervisor.
36.69 28.02
29 22 Evaluating student performance 
or giving grades.
35.11 25.62
30 33 Having a research or training 
program from "outside" in 
the school.
33.90 28.54
31 5 Attendance at in-service 
meetings.
32.74 27.16
32 27 Taking additional course work 
for promotion.
32.40 28.96
33 19 Talking to parents about their 
child's problems.
31.84 24.40
34 20 Dealing with students whose 
primary language is not 
English.
31.30 27.40
35 30 Teacher parent conferences. 30.24 24.24
36 4 Voluntarily transferred. 28.58 26.82
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